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Abstract 
Legislative changes in the 1980s and 1990s have meant that non-state pensions are 
becoming increasingly important in pension provision in Britain. The introduction of 
Approved Personal Pension Plans (APPS) as a legal second-tier pension option has 
meant that potential pension alternatives have increased and now consist of SERPS, 
occupational pension schemes and APPS. These alternatives are not, however, 
similarly beneficial. Occupational pensions are usually by far the better option. It is 
precisely because women have been disadvantaged in occupational pensions in the past 
that so many older women live in poverty today. 
Using secondary analysis of the General Household Survey for 1988-90 the research 
shows that women of employable age are less likely to have occupational pensions or 
personal pension plans than men and this is largely because of the impact of child-
care responsibilities on their labour market positions. However, the generally 
disadvantaged position of women in the labour market means even women without 
caring responsibilities are disadvantaged in pension welfare. In addition the research 
demonstrates that differences among women in relation to labour market variables as 
well as ethnicity, marital status and child dependency status means that women cannot 
be treated as an homogeneously disadvantaged group, and consequently some women 
are more disadvantaged than others in their pension provision. 
Interviews with 45 women aged 40-59 reveal that, for the women interviewed, 
although most women wanted an independent pension income, many could not afford, 
or were ineligible for, their desired schemes. The research also shows that married 
women cannot, even if they wanted to, rely on husbands for financial welfare in 
pensionable years as a polarisation of couples between those where both have a 
pension and where neither has a pension means that women are less likely to have a 
pension if their husband does not have a non-state pension. The research concludes 
that women's poverty in older age will increase, as concentration on non-state pension 
provision means that women will be increasingly disadvantaged. 
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Introduction 
In 1983, at the age of 67, my mother divorced from my father. After years of caring 
for him as well as for five children, once divorced she received nothing from his 
occupational pension. She was plunged into a meagre existence and tried to 
compensate for her 'dependent's' pension (she had always paid the married woman's 
stamp) by trying to get her old job back. They would not employ her as they said she 
was 'too old'. She was infuriated. She said she had never thought that retirement 
would be like this, but then she had never imagined that she would leave my father. 
My father recently died, leaving a small reserve in the bank, the accumulation of his 
savings from his occupational pension, but she received none of this. My mother 
survives on a day to day existence, without being able to buy the things she used to, 
like new clothes and shoes, regular social outings and presents for the family. The 
complete injustice of this situation has affected me over the years and although this 
was not the motivation for my research area, it has informed my perception of its 
importance. 
My main objective in this research was to identify the conditions in women's 
lives which lead to their lack of financial independence during retirement years. 
Women are disproportionately affected by poverty in later life and their 
impoverishment is largely a result of lack of occupational pension provision. This 
objective was achieved by using secondary analysis, in order to examine the structural 
constraints on women's pension membership, and by using interview data, to examine 
women's attitudes to pension membership .. 
In Chapter One I examine the reasons for the high incidence of poverty among 
older women. The major problem faced by older people in Britain today is poverty 
and it is older women who dominate the poverty statistics. Gender inequalities in 
tmancial resources in later life are largely a consequence of gender inequalities 
persisting throughout the life course. In the 1980s and early 1990s poverty has 
increased, state support reduced, and hence there has been a escalation of the problems 
experienced by poor people. As women make up a higher proportion of older people 
than men, women are disproportionately affected. 
Pensions policies in Britain are based on a model of full-time, 
permanent employment, spanning the years of departure from full-time education to 
entrance into full-time retirement. In Chapter Two I examine how this standard 
model is constructed on the employment patterns of men. Women's employment 
patterns differ from those of men in that they are characterised by periods in and out 
of the labour force, with a discontinuous combination of full-time and part-time 
employment in both temporary and permanent jobs. State and non-state pension 
schemes are based on the 'standard' (men's) model, leaving women disadvantaged, 
possessing often no independent pension or often, at best, an inadequate pension in 
later life. 
Although there is a high incidence of poverty among older people, it is to the 
'growing costs' of an increasing aged population that the government has turned its 
attention. In Chapter Three I examine British pension law in relation to women, as 
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policies on pensions have a differential impact on women and men. The British 
pension system has failed women in two related ways. Firstly, due to women's 
assumed primary location within the domestic sphere, it has treated women as 
dependents of men with little need for independent financial security in later life. 
Secondly, men and women are treated as alike in terms of employment contribution 
conditions. These are inadequate cornerstones of British pension law, the 
consequences of which are women's disadvantaged position in relation to men in their 
access to both state and non-state pension provision. Pension provision is an 
increasingly important aspect of welfare legislation in Britain, as the age range of the 
population is getting older. The period 1973 to 1990 was marked by major changes 
to legislation covering both state and non-state pension and in the chapter I examine 
these legislative changes. 
In Chapter Four I show how women are disadvantaged in both state and non-
state pension membership, possessing often no independent pension or often, at best, 
an inadequate pension in later life. 
The research examines the prospect of women's future financial independence 
through non-state pension (particularly occupational pension) provision. The aims of 
the research are first, to analyse the structural features of women's pension 
membership generalisable to the whole population (using secondary analysis of a large 
data set) and second, women's attitudes to pension membership and future financial 
independence (using primary interview data). The methods used are outlined in 
Chapter Five. 
Using General Household Survey data (1988-90), Chapters Six through Nine 
examine the disadvantages faced by women in relation to men, and by different groups 
of women in relation to each other, in non-state pension membership. In Chapter Six 
I show that a myriad of structural constraints impose upon women's access to, and 
membership of, occupational pension schemes. These are related to women's location 
in the domestic sphere and their disadvantaged position in the labour market. 
The changes enforced as a consequence of the Social Security Act (1986) gave 
employees an alternative second-tier pension option of personal pension plans (PPPs). 
Chapter Seven shows that the constraints on women's occupational pension 
membership also impact on women's membership of PPPs. Such pension plans are 
particularly important to the self-employed as they are the only second-tier pension 
option available to them. The Chapter shows that self-employed women are severely 
disadvantaged in their membership 
Ideology locates the financial security of married women (and women living 
in 'marriage-like' relationships), during both employment and pension years, within 
the sphere of husband's income, and this ideology has informed both state and non-
state pension provision. Chapter Eight examines non-state pension membership of 
married and cohabiting women in relation to that of their male partners to examine 
two related issues; firstly the viability of women being able to depend on (even if 
they wanted to) their male partners for financial security during future pensionable 
years and, secondly, likely inequalities between households in later life, between 
2 
couples where both partners have non-state pension provision and couples where 
neither partner is a member of a non-state pension. The analysis demonstrates that 
women cannot count on (even if they wanted to) sharing their partner's non-state 
pension, not only because some men are without non-state pension membership Qut 
also because, in some couples, women may be the sole holders of non-state pension 
provision. The discussion also shows that there will be a likely growth in inequality 
between co-resident elderly couples in future, between couples who both have pension 
membership with those where neither partner is a member of a non-state pension. 
The analysis in Chapters Six through Eight rely on tabular data. This enabled 
identification of a range of influential variables which are associated with both 
occupational pension scheme membership and PPP membership. In Chapter Nine 
multivariate analysis is used to elucidate the association between family status and 
labour market variables on the two types of non-state pension provision. 
Chapters Ten through Twelve present the findings from the interview data. 
Chapter Ten focuses on women's reasons for joining or not joining the occupational 
scheme offered by their employers and also examines the attitudes of part-time 
employees who were either denied membership, or worked for an employer who did 
not run a scheme. Reasons for take-up or non take-up of an offered pension scheme 
are examined, together with the perceived adequacy of the information provided about 
schemes. Job changes, in terms of attitudes to the flexibility of schemes, is also 
examined, especially in relation to PPP membership. 
Concentrating on the 26 married and cohabiting women in the sample, in 
Chapter Eleven I present their attitudes to the prospect of being financially dependent 
upon their partners during future pensionable years. Although most of the women had 
not thought about the prospect of this prior to the interview, the majority felt unhappy 
about the chance of being without an independent income during retirement years. In 
Chapter Twelve I focus on the attitudes of the women interviewed to the possibility 
of relying solely on state pensions and state benefits during future pensionable years. 
The chapter considers this issue in relation to their own non-state pension 
membership. 
The main conclusion is that state policies have disadvantaged women 
disproportionately. The increasing emphasis on private pension provision, reductions 
in state pension benefits, and the increase in women's state pension age to 65, means 
that gender inequality in retirement incomes is likely to increase in the future. 
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Chapter One 
Gender, Ageing and Poverty in British Society 
Introduction 
The major problem faced by older people in Britain today is poverty (Walker 1992: 
177), and it is older women who dominate the poverty statistics. Gender inequalities 
in financial resources in later life are largely a consequence of gender inequalities 
persisting throughout the life course. In the 1980s and early 1990s poverty has 
increased, state support reduced, and hence there has been an escalation of the 
problems experienced by poor people (Oppenheim 1990, Millar 1991c, Titley 1995). 
In Britain in the early 1990s almost 12 million people lived in poverty, compared with 
5 million in the early 1980s (Millar and Glendinning 1992). There are currently 10 
million people in Britain over state pension age and the vast majority find it 
desperately hard to survive on their weekly income (Titley 1995). However it is to 
the 'growing costs' of an increasing aged population that the British government has 
turned its attention. 
Concerns about the costs of public pension schemes are being voiced in all 
DECO countries (Holtzmann 1989). In Britain, government concerns about the costs 
of the ageing population have led to an 'ideological attack' on Britain's older citizens 
(Arber and Ginn 1991b). As women constitute a higher proportion of older people 
they are disproportionately affected by the depiction of older people as a burden 
(Arber and Ginn 1991b, Arber and Evandrou 1993). The government has voiced 
concern about financial dependence on the state, and in trying to alleviate this, from 
the 1980s introduced legislative changes designed to radically modify pension 
provision. These concerns about the 'costs' of the ageing population have been used 
'more as a justification than a cause of intended or implemented reforms' (Holtzmann 
1989: 823). 
Demographic changes associated with a greater life expectancy and lower 
fertility rates have resulted in a higher proportion of older people in British society 
(Johnson et al 1992). The Government Actuary (1990) has predicted that by 2030 
there will be a ratio of 2.4 people of employable age to everyone person over pension 
age, compared with 3.3 in 1990. These changes have been used to vindicate concerns 
about the future 'costs' of old age, and of the state pension in particular. The cost of 
the basic state pension in the early 1990s was £22.2 billion per annum. This is 
expected to rise to a maximum of £34.7 billion in 2030-31, dropping to £32.6 billion 
by 2050-51. Expenditure on SERPS is expected to rise from the present level of less 
than £1 billion per year to £15.4 billion by 2030-31 (Johnson et al 1992: Figure 6.2). 
However, while 17% of all people in Britain are over state pension age, they comprise 
one in three of all those living in, or on the margins of, poverty (Walker 1990: 178) 
and of these a larger proportion of women than men are living in poverty. 
In Britain the sex ratio increased from 22% more women than men over age 
65 in 1871 to 50% more older women in 1990. Therefore the faster reduction in 
female rather than male mortality this century has resulted in the 'feminisation of later 
life' (Arber and Ginn 1991b). In 1990 there were 1.4 million more women than men 
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over pension age. This difference is expected to narrow by 2025 to 0.6 million 
(Central Statistical Office 1992a: 42). At present, nearly 90% of British women are 
expected to reach the current state pension age of 60 years whereas only 75% of men 
are expected to reach 65 (Ermisch 1990: 20). Between 1950 and 1990 life expectancy 
increased from 71.3 to 78.4 years for women and from 66.5 to 72.8 for men (Johnson 
et al 1992: 6.3). So for about a quarter of her lifetime a woman may need to rely on 
pension income, an income which is directly related to her years in employment. 
In this chapter I examine the causes of the high proportion of older women in 
poverty, thus providing a background for the analysis of women's pension membership 
in the following chapters. 
Ageing and British Society 
The reduction in the mortality rate has meant that we can, on average, expect to live 
longer that ever before. A large proportion of the population can thus anticipate having 
some time after employment to enjoy the freedom associated with not being employed 
(Laslett 1987). Rather than this being celebrated it has been depicted as a major cause 
for concern by politicians and media commentators (Arber and Ginn 1991b). Youth 
is much coveted in Western society and as a corollary ageing, and particularly the 
years after state pension age, are feared by many, not least because they are seen as 
years of inactivity, dependence, inferiority and decrepitude (Greengross 1990, Arber 
and Ginn 1991b, Ginn and Arber 1991). 
Ageism 
Concerns about the consequences for society of an increasingly aged population 
centre around concerns about dependence, with older people being portrayed as a 
social 'problem'. Ginn and Arber (1993) distinguish between three variants of ageism 
and discern a shift in the economic and political climate away from 'compassionate 
ageism' to 'conflictual ageism'. In focusing on the plight of older people in later life 
'compassionate' ageism may have admirable goals in trying to tackle poverty, but this 
unconscious stereotyping of older people as feeble and ailing stigmatizes them and has 
political consequences (Minkler 1984: 16). Ginn and Arber note that although it is 
appropriate to give consideration to the problems older people experience, this focus 
on the disadvantages of old age has ignored the diversity of older people (1993: 64). 
In contrast 'conflictual' ageism portrays older people as an expensive, burdensome yet 
financially secure group 'who are draining the rest of society through their 
overdependence on health and welfare services (Minkler 1984, Binstock 1984). 
There has been a rise of a more 'optimistic' ageism in recent years which has 
portrayed later life or 'the third age' as a time for seizing opportunities. This view, 
seen particularly in the work of Laslett (1987,1989), overlooks disparities in health 
and life expectancy associated with class and gender differences, and the improbability 
of these disappearing without radical political social change (Ginn and Arber 1993). 
Bernard and Meade (1993) ask how meaningful the 'Third Age' is for older women. 
They maintain that although we know something about how older women spend their 
time we know very little about how they feel about what they do (Bernard and Meade 
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1993: 165). Due to low earnings and interrupted careers, with consequential small 
finances in later life women are limited in their potential for experiencing the 'Third 
Age' (Groves 1993). As Deem states, 
'low-paid employment, no proper pension entitlement, the likelihood of living 
longer than men, and poor health all contribute to a situation in which many 
women of over sixty have few financial or other resources for leisure' (1987: 
114) 
Older people have therefore been variously portrayed as multiply disadvantaged 
in old age, a drain on resources which will lead to inter-generational conflict (Johnson 
et al 1989) or at a time in their lives when opportunities for development are at their 
greatest (Laslett 1987). These theories have been challenged by various writers (eg 
Phillipson 1990, Arber an Ginn 1991, Blakemore and Boneham 1994). It is social 
oppression that prevents older people from living their lives as fully as possible 
(Oliver 1990) and it is the disregard of inequalities in income in later life that all three 
ageist assumption have in common (Ginn and Arber 1992: 65). 
What is old age? 
In seeing older people as an homogenous group ageist assumptions overlook 
the divisions that exist among the older population, differences around gender, race 
and class. There is no clear definition of older age. In differentiating between 
chronological age, biological age, subjective age, and social or public age Laslett 
(1989) highlights the problems associated with assuming a decisive definition of older 
age. Arber and Ginn argue that 'age should be treated as a sociological, not a 
biological, variable' (1991b: 3). It is the ideas that we have about ageing, rather than 
biological ageing itself, that are more important (Scrutton 1990: 18), and therefore 
analysis of ageing should not centre on biological differences associated with the 
ageing process but should focus on the social creation of dependent status (Walker 
1990: 177). 
The political economy perspective examines the social construction of old age 
in capitalist societies and provides insights into problems such as poverty and 
dependency (Townsend 1986). This perspective examines inequalities of access to a 
range of resources including health, income and access to formal and informal care, 
not in terms of individual variations but as resulting from the power relations that 
structure society (Arber and Ginn 1991b). The political economy of aging locates 
access to resources of older people within their class position in the social structure, 
and within the whole political and economic context (Arber and Ginn 1991b, Minkler 
and Estes 1984). The perspective therefore is unconcerned with the biological 
consequences of ageing and instead 'is interested in old age as a problem for societies 
characterized by major inequalities in the distribution of power, income and property' 
(Kart 1987: 79). 
The political economy perspective has been challenged in a number of ways. 
National differences between capitalist societies means that policies on retirement and 
the value of pensions may differ markedly between one capitalist society and another 
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(Blakemore and Boneham 1994). Internal differences within capitalist societies are 
also important. Many writers within the political economy perspective have 
concentrated on class (eg Binstock 1984), but Ginn and Arber assert that differences 
around gender are also central as there are significant differences in the way ageing 
affects men and women (1991b: 2). Ethnic differences and racial inequalities also 
affect the experience of ageing. Blakemore and Boneham assert that racial differences 
compound inequalities of social class with older people of ethnic minority origin 
facing problems arising from racial, cultural and economic differences and 
disadvantages (1994: 138). 
Ageism and retirement age 
Laslett asserts that 'The age of an individual is one thing and the age of a 
society, a collection of individuals, is another' (1989: 24). The concerns and 
misunderstandings about age arise from concerns about Britain's compositional age, 
that is age of the population (Laslett 1989). Individual ageing is a continuous process 
whereas population ageing depends on the proportions of people in different age 
groups (Johnson and Falkingham 1992). Much recent debate has focused on concerns 
over an increasingly aged population and this is most apparent in the alarm expressed 
about the increase in the proportion of people over state pension age. 
The most distinctive form of structural ageism is the compulsory retirement age 
which 'enforces non-productivity, depresses social status, and promotes the idea of old 
people as a burden' (Scrutton 1990: 21). Structural dependence is concerned with the 
restricted access of the older population to a wide range of resources through limited 
status and power (Walker 1982). Older people are removed from the economic life 
which provided them with an income, and the welfare state encourages, even ensures 
poverty among retired people, as state pensions have remained at subsistence levels 
or below. Phillipson (1982) and Townsend (1981) suggest that dependency in old age 
is more usually a social rather than a biological creation. In western society exit from 
the labour force has a major impact on all aspects of an individual's life, in particular 
loss of the status and financial resources conferred by paid employment (Arber 1989). 
But later life includes many phases. Those over state pension age often span 20 or 
more years and therefore cannot be conceptualised as an homogeneous group. 
Furthermore differences around class, race and gender are also central. 
Although it has been argued that the fall in retirement age during this century 
reflects the choice of employees to leave work (Johnson et al 1989), Casey and 
Bruche (1983) ask whether this should be seen as early retirement or unemployment. 
The privilege of choosing to retire early may be unequally distributed according to 
class (Arber 1989) and gender. There is poor provision for many who leave the 
labour force early (Laczko 1990) and it is often their continued involvement in paid 
work which contributes to the generally higher quality of life of older 'retired' men 
(Cliff 1991). Family needs may be an important reason for women's retirement 
(Szinovacz 1987: 312) with constraints on choice arising from the expectation that 
they will fulfil the caring roles for a husband or older relatives and therefore will 
retire at the same time as their husband (Joshi 1992). Thus the experience of 
retirement is socially divided and it may be experienced as either a 'blessing or a 
7 
curse' with the nature of the experience differentiated by gender and class (Ginn and 
Arber 1992). 
Older age as a phase of the life course 
Inequalities during older age are fundamentally based on access to resources 
over earlier stages of the life course (Walker 1990: 235). Older age is socially 
constructed and cannot be seen in isolation from all other stages of life. In shunning 
a rigid and fixed view of older age the life course approach emphasises that life is a 
progression of phases which are interlinked and have impact upon each other (Arber 
and Evandrou 1993b). Arber (1989) has shown that for older men there is continuity 
between their position in the economy during adulthood (ie occupational class) and 
their financial circumstances in retirement. For older women the idea of continuity 
must be extended to include their position in the unpaid (reproductive) economy and 
the paid (productive) economy at earlier stages in the life course (Arber and Ginn 
1991b). Arber and Evandrou consider some of the life course transitions through 
which older people progress and they note that transitions from paid work, changes 
in household and living arrangements and shifts in health status and caring needs are 
crucial (1993b: 12). Older people cannot, accordingly, be treated as a homogenous 
group, they are divided in a number of different ways. 
Dependence and Inter-dependence 
Independence is cherished by most people. Dependency is often perceived in negative 
terms, being associated with a powerless existence concomitant with a lack of 
opportunity. However individuals are seldom totally dependent or independent. Arber 
and Ginn (1991b) maintain that British society comprises a web of inter-dependencies 
which are gendered and socially structured, are interrelated and are evaluated in 
distinct ways. The financial dependence of children, houseworker women and older 
people on waged men or the state is socially visible and has negative connotations, 
associated with lower status and power (Lister 1990). This contrasts with the positive 
implications associated with the dependence of employees on employers for jobs and 
of men on women for domestic and caring services (Arber and Ginn 1991b: 67). 
Independence and later life 
A key concern of older people is to maintain independence for as long as 
possible (Askham 1989), however little research has been done on the meaning of 
independence to older people (Arber and Evandrou 1993b). Sixsmith (1986) identified 
three dimensions of independence for older people relating to physical health, 
autonomy of decision making and not having to rely on charity. 
In distinguishing between four inter-related spheres which promote 
independence in later life Arber and Evandrou (1993b) emphasise how life course 
events generate dependence or independence in older age. The four spheres are, 
financial resources, housing and home, physical health and social, emotional and 
sexual interdependence (Arber and Evandrou 1993b: 20). In my research the focus 
is on access to independent financial resources during retirement it is, however, worth 
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noting how financial resources are related to the other spheres. 
Housing and home 
For older people the home may have 'profound symbolic and personal 
significance' (Gurney and Means 1993: 128). Home is central to the lives of most 
older people as it is the place where much time is spent (Clapham, Means and Mumo 
1993). It not only impacts on older people for its own sake but also in terms of the 
wealth that is stored in it in the form of equity (Clapham, Means and Mumo 1993). 
However, 75% of people living in substandard housing are older people on low 
incomes (Titley 1995). For older people needing more constant care, residential care 
may be the only option (Higgs and Victor 1993), but the quality of this care is 
affected by access to financial resources. The key to good housing is adequate 
financial resources (Titley 1995). 
Physical health and independence 
Poor housing is likely to lead to poor health (Titley 1995Y and ill health at 
any age may result in dependence on care-givers (Arber and Evandrou 1993b). In 
terms of financial resources the benefits available to older disabled people are too 
inflexible to take account of their changing needs and circumstances (Zarb 1993). The 
costs of coping with physical illness may be high and although increasing age might 
be accompanied by a rise in chronic illness, financial resources decline as age 
increases (Ginn and Arber 1991, 1992). 
Social, emotional and sexual independence 
Sexuality in later life has been a forbidden subject. Taboos surrounding the 
sexual and emotional needs of older people abound in literature and popular culture 
(Gibson 1993). Sexual and emotional fulfilment are as important for older people as 
they are for people at any stage of the life course and freedom to embark on newly 
formed heterosexual and gay relationships is important to the quality of life of older 
people (Gibson 1993). Older people, like people of all ages, need to be able to 
socialise yet it is estimated that 9% of pensioners cannot afford to socialise due to 
low levels of income (Titley 1995). 
Financial Resources and Independence in Older Age 
The most common source of financial resources in older age are state and non-state 
pensions (Arber and Ginn 1991b: 92). The role of the basic state pension is 
decreasing and the role of occupational pensions is increasing (Johnson et al 1992). 
The State Earnings Related Pension Scheme (SERPS) and Personal Pension Plans 
(PPPs) are relatively unimportant as sources of income to those currently over state 
Titley notes that 84% of older people in Britain are living at temperatures 
well below 21 degrees centigrade recommended by the World Health Organisation 
(1995: 7). 
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pension age (Johnson et al 1992) but it is likely that both SERPS and PPPs will be 
increasingly significant sources of income for pensionable people in the future. In 
addition a range of benefits such as Invalidity Allowance, Widows Pensions, Disability 
Allowance, Mobility Allowance, Attendance Allowance are also available (Arber and 
Ginn 1991b: 92). As levels of non-state and state pensions are linked to time in the 
labour market, the financial security of older people is intrinsically linked with their 
life course. 
Poverty in later hfe 
Poverty has been defined in a number of ways. Peter Townsend argues that 
definitions of poverty should be broadened out from a definition based on the poverty 
line (in terms of being below a certain income level), to include qualitative dimensions 
associated with deprivation2 (Townsend 1979, 1987). However, using the poverty 
line3 as a gauge, more than one in four people in Britain over pension age live on 
incomes on or below the poverty line (Walker 1992: 178). In 1993 over 1.7 million 
people aged 60 and over were receiving income support due to being on a low income 
(Titley 1995). 
Although the incomes of people over pension age vary greatly, there is a clear 
relationship between age and income, with a larger proportion of people over pension 
age than below it on low incomes (Johnson et al 1992: Figure 3.1). However, 
trepidation about the increasing cost of pensions has led to some academic 
commentators suggesting that 'Welfare systems are tending to promote the interests 
of the increasingly wealthy retired population at the expense of poor children and 
parents' (Johnson et al 1989: 7). In Britain recent government statements have 
suggested that old age is no longer associated with being poor (Laczko 1990), with 
the idea of the Woopie (Well-off older persons) being adopted by the Minister of 
State for Health in 1988 (Walker and Huby 1989: 19). Falkingham and Victor suggest 
that rather than being applicable to all older people Woopies are likely to be found 
amongst younger male pensioners who were previously in non-manual occupations 
and have access to non-state sources of income. These factors are the reverse of the 
factors associated with poverty in later life (1991: 490). 
Income in retirement is generally lower than income during employment years 
due to the loss of earnings (Bone et al 1992). The lack of financial resources in later 
life depends not only on an individual's failure to secure non-state pension provision, 
but also because the basic state pension is set below income support level rather than 
on adequate maintenance (Walker 1990, Titley 1995). Since 1980 the basic state 
pension has been index linked to prices rather than earnings, so the value of the basic 
state pension is set to decrease even further. Evandrou and Falkingham estimate that 
2 Qualitative dimensions include lack of opportunities for fulfilment and feelings 
of insecurity. 
3 The poverty line, according to this definition, is based on those living on 
incomes on or below the social assistance level (income support since 1988). 
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from being equivalent to just under 20% of average male earnings in 1970 the basic 
state pension, at current rates, will be worth only 10% by 2020 (1993: 203). Walker 
(1990) maintains that this coupled with the stigma of taking means-tested benefits 
means that many of our older population fail to even get the provision they are 
entitled to from the state. Statistics from the Department of Social Security reveal that 
in 1991 up to 33% of eligible pensioners did not claim income support (Titley 1995). 
Walker concludes that 'the major constant of age discrimination is economic 
dependency, the most extreme form of which is poverty' (1990: 61). Because 
retirement is long term, this dependency and poverty is an enduring experience, 
therefore older people dominate among long-term claimants as retirement is a long 
term phenomenon. 
Gender and Poverty in Later Life 
Poverty is not evenly distributed among older people and 'gender is one of the clearest 
lines along which the economic and social experience of old age is divided' (Walker 
1992: 176). Due to women's greater longevity the majority of pensioners are women, 
and an even larger majority of those in poverty (72%) and who are dependent on 
supplementary pensions are women (Ward 1985/6: 53). 
Differences in class, age, gender, race and marital status are reflected in 
income inequalities in later life with younger (60-74) middle class males and married 
couples being relatively richer and older (75+) working class families and women 
being relatively poorer (Walker 1990: 235). Women face special problems of income 
maintenance in later life due to two related demographic and labour force participation 
differentials. The first is the differences in life expectancy between men and women, 
with the consequence that for the majority of women the cost of living longer includes 
a greater incidence of poverty. The second is the variable labour force participation 
of women across the life span with women having relatively more interruptions to 
their employment histories and following more diverse labour force participation than 
men (O'Rand and Henretta, 1982: 28). A significant determinant of income in later 
life is marital status. Widows benefits on retirement are inherited through marriage 
whereas these benefits are lost on divorce (Groves 1993: 43). An adequate 
explanation of the greater incidence of poverty amongst women in old age must 
therefore reflect on the social and economic status of women before, as well as after, 
retirement. 
Women and pension welfare 
There is little gender difference amongst older people in how much they 
receive in state benefits. In 1991 the median income from the state for women was 
£53 per week compared with £59 for men (Arber and Ginn 1994: 352). These are 
clearly meagre amounts and with few older people in paid employment (Arber and 
Ginn 1991b)4 non-state pension provision is the major avenue by which poverty in 
4 Only 8% of men and 3% of women are in paid employment after state pensionable 
age (Arber and Ginn 1991b). 
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later life can be alleviated. But unequal access to occupational pensions results in 
inequalities in financial security in retirement (Phillipson, 1990: 159). Women are 
much less likely to have occupational pension provision in later life than men (Arber 
and Ginn 1991 b). In addition incomes from occupational pensions were considerabl y 
lower for women than men. Half of older men who received an occupational pension 
got more than £18 per week and a quarter received over £41 per week whereas for 
women the corresponding figures were £11 and £24 per week (Arber and Ginn 1991b: 
96). So it is disadvantage in occupational pension provision that is the major cause 
of the gender differences in incomes of older people. 
Discontinuous employment and poverty in later life 
Women's interrupted and delayed work careers combined with their location 
in lower paid jobs in industries without occupational pension schemes, leads to a high 
proportion of women with low or no pension incomes. Interrupted employment means 
many women never work for an employer long enough to qualify for pensions, or if 
they do their low earnings means that the pensions they do receive are likely to be 
low in relation to men (O'Rand and Henretta, 1982: 28). Therefore the inequalities 
associated with gender during working life are perpetuated into later life though 
occupational pension schemes (Groves 1987). Poverty in older women is associated 
with the lack of pension rights of part-timers (Brown 1990), and earning a good 
occupational pension depends on high life time earnings and sufficient contributions 
associated with full-time continuous employment (Arber and Ginn 1991b). Older 
women are, however, a heterogeneous group. They vary by marital status (though 
most survive into widowhood), by family commitments, and by work history. Very 
elderly women are poorer than young elderly women (Walker 1990: 180). So the 
differences in the distribution of resources in later life relate to a combination of 
disadvantages around age, socio-economic status, work history and gender. 
Women's lower personal income in later life is related to the domestic division 
of labour and lower earnings during periods of paid employment, reinforced by 
pension schemes which are based on the assumption of women's dependence on a 
male breadwinner (Groves 1987, 1991, Walker 1987, Land 1989, Olson 1985, Estes 
et al 1984, Ginn and Arber 1992, 1993 and Arber and Ginn 1993). Over the last 60 
years dependency has been increased at both ends of the age spectrum, with the 
raising of the school leaving age and the lowering of the retirement age (Walker 1982: 
128). As bearers of the major responsibility for child care this has had serious 
consequences for women as this increased childrearing period directly impacts on their 
ability to secure their financial independence in later life. Therefore 'It is women's 
contribution to bearing and rearing the next generation of employees, as well as 
servicing those currently employed, which most seriously handicaps them in ensuring 
their own pension entitlements' (Arber and Ginn 1991b: 100). 
It is not only women with caring responsibilities who have a disadvantaged 
pension position. Social expectations about women's caring role affect all women in 
the labour market with women being concentrated in a narrow range of occupations. 
The underpinning of gender divisions in income is that women do not need an 
independent income because the man will provide. This assumption has led to low 
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pay and lack of access to social security benefits (Glendinning and Millar 1992: 7). 
Poverty and living alone 
Living alone in latcr life is one of the major causes of poverty (Arbcr and Ginn 
1991b, Walker 1990). Womcn are thrce times more likely to be living alone than mcn 
and only half as likely to have a spouse (Walker 1990: 181). Throughout Europc 
there is a higher proportion of older women than men living alone (Wall 1989: 129). 
Over half of all women aged over 85 live alone (Jerrome 1990: 206), and women 
living alone are at much higher risk of poverty than men living alone. Ageing, 
therefore, needs to bc understood in the context of the family. The remarriage rate 
is higher for men than women and because of the increase in divorce there IS an 
increased likelihood of women living alone in later life (Jerrome 1990: 188). 
It cannot be assumed that there is equality of distribution of pension income 
within families where women do live with men. For example Mason (1987) found 
that for the women interviewed who had not earned any pension income of their own, 
their husband's pension was regarded as belonging to him. And if the family brcaks 
down these women will be plunged into poverty. So the assumed financial 
dependency of women on men 'exacerbates rather than reduces, the risk of poverty for 
women' (Glendinning and Millar 1992: 7). As Groves notes 'One route to female 
poverty in old age is through financial dependence in a marriage-like relationship 
which fails to deliver the occupational benefits to which a wife would have been 
entitled' (Groves 1987: 214). 
Women's experience of retirement is therefore affected by both their labour 
market positions and ideologies surrounding their role as carers. For many women, 
years spent in caring for the family are rewarded with poverty in later life. 
Gender, Age, Race and Ethnicity 
Race and ageism has received only scant attention in British research. Blakemore 
argues that 'unless we attempt to integrate the study of age and ageing with various 
other areas of sociological discourse, we will lose sight of the complex interactivc 
influences upon which age, ethnicity, social class and other variables have upon one 
another over time' (1989: 158). Although lack of research on ageing, ethnicity and 
race has been explained as the result of the small proportion of older people of ethnic 
minority origin (Arber and Ginn 1991b, Haskey 1990), black and Asian people who 
came to Britain during the 1950s and 1960s (the peak years for immigration) are 
either nearing or have now reached retirement age (Blakemore and Boneham 1994: 
1). It is estimated that there will be a large increase in older people of ethnic minority 
origin in relation to white people over the next 20-30 years as a larger proportion are 
now in the 40-60/65 age group (Ebrahim 1992: 51). 
There has been much debate about the 'semantics of race'(Goldbcrg 1992), 
involving unpacking terms such as race, ethnicity, black and racism (cg Mason,O 
1994, Modood 1994, Blakemore and Boncham 1994, Anthias 1992, Goldberg 1992, 
Brah 1994). Distinctions of race and ethnicity are socially constructed (Blakemorc and 
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Boneham 1994: 5). Racial judgements are based on physical appearance and skin 
colour and therefore racism is a kind of biological reductionism (Blakemore and 
Boneham 1994: 6). Ethnic identity is related to differences around, for example, 
language, culture and community (Blakemore and Boneham 1994). Mama argues that 
terms such as 'black' 'reduce us to an amorphous, homogeneous I y underdeveloped and 
oppressed mass' (1986:188) and so fail to appreciate cultural differences. However, 
although among people of ethnic minority origin there are cultural and linguistic 
differences, Fenton argues that 'black people in Britain share the experience of being 
black in a society which treats "them" differently and often in a 
discriminatory ... manner' (1987: 7). The 'systematic oppression directed against people 
who are defined as inferior, usually in pseudo-biological terms such as skin colour' 
therefore unites black people in their experience of racism (Cook and Watt 1992: 23). 
For the purposes of this discussion, terms such as 'black' and 'ethnic minority origin' 
will be used interchangeably to refer to people of African, Asian and Afro-Caribbean 
origin. References to particular ethnic minority groups will be referred to where 
appropriate. 
Among all the common stresses of growing old, older black people experience 
particular difficulties. Most of Britain's black older people were earlier migrants. 
When a settler reaches old age in the 'new country' the pain of separation from their 
country of origin is felt most acutely (Fenton 1987: 3). Older people in modem 
societies have a minority status as they tend to be 'pushed to one side and cast out of 
mind and mainly out of the spheres of everyday life' (Fenton 1987: 3). Black older 
people will have experienced minority status during most of their adult lives. 
The term 'double jeopardy' has been used to summarise the position of older 
black people resulting from the combined impact of race and age, but the term triple 
jeopardy is more useful (Blakemore and Boneham 1994: 40) as older black people 
suffer discrimination not only from age and socio-economic status but also racism 
(Ebrahim 1992). The inclusion of gender adds another dimension making an analysis 
based on 'multiple jeopardies' more useful in examining the experience of ageing for 
black women (Norman 1985). Therefore, older black people cannot be seen as an 
homogenous group (Blakemore and Boneham 1993, Ester and Heller 1993). They 
originate from different countries, from different religions and as a consequence have 
different priorities and expectations of a meaningful retirement (Ester and Heller 1993: 
4) and therefore have a different experience of ageing and retirement (Blakemore and 
Boneham 1994) 
Many older black people experience extreme poverty and this is often due to 
having many years in low paid jobs. Consequently savings for later years are minimal 
(Patel 1990). Research in the US has show that older women, and particularly black 
older women, suffer disproportionately from poverty (Meyer 1990, Wilson-Ford 
1990). However little research has been undertaken on the experiences of older black 
women in Britain. The situation of black older women in Britain is likely to be worse 
than that of white women as they suffer from discrimination based on both patriarchy 
and racism (Walker 1990) and are therefore likely to have experienced more 
discrimination in the labour market than women in general (Groves 1993). This will 
doubtless result in disadvantaged access to financial resources in older age. 
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Conclusion 
This chapter has shown that older women suffer poverty in greater proportions than 
men. Although the higher mortality rates of men provide some explanation for this, 
since the greater longevity of women compared with men means there is a larger 
number of women than men in the older population as a whole, it is the lack of 
independent financial provision of older women that leads to their disproportionate 
location in the poverty statistics. Older women often live alone and it is this that 
contributes to poverty, with many having to rely on their deceased husband's pension 
or solely the basic state pension. Those still in marriage-type relationships may have 
little independent or no independent income, and although the state pension is 
inadequate it is an insufficient or non-existent occupational pension that is the cause 
of women's impoverishment. Women's location in the domestic economy and their 
disadvantaged place in the employment structure leads to lack of pension provision 
in later life. The next chapter will address the connection between women's 
participation in paid employment and their unpaid domestic labour. 
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Introduction 
Chapter Two 
Women and Employment 
As we saw in the previous chapter, it is women's disadvantaged occupational 
pension membership which results in their greater likelihood of poverty in later life. 
Pensions policies in Britain are based on a model of full-time, permanent 
employment, spanning the years of departure from full-time education to entrance into 
full-time retirement. This standard model is constructed on the employment patterns 
of men. Women's employment patterns differ from those of men (Beechey and 
Perkins 1987, Dex 1987, Martin and Roberts 1984) in that they are characterised by 
periods in and out of the labour force, with a discontinuous combination of full-time 
and part-time employment in both temporary and permanent jobs. State and non-
state pension schemes are based on the 'standard' (men's) model. In this chapter I 
focus on the extent to which women do, or can, work full-time throughout their adult 
lives in reasonably well-paying jobs in order to secure adequate pension income in 
later life. 
Women's life course is characterised by breaks in employment and confinement 
in low paid insecure jobs where occupational schemes are either difficult to find or 
difficult to afford. The impact of childbearing and childrearing on the discontinuity 
in women's employment is central to women's non-state pension membership. 
Pension years are often lost and having children affects household income, putting 
households with young children at a considerable financial disadvantage both in 
absolute terms and compared to other types of household (Brannen and Moss 1988: 
12). Only a small minority of women remain continuously in the labour market 
during childbearing and childrearing years and few go back to their previous full-time 
jobs. Most women do not return to paid work permanently until their youngest child 
is at school and this often on a part-time basis (Brannen and Moss 1988). 
In this chapter I examine recent trends in women's employment patterns. 
Women's employment is often characterised by low pay in low skilled jobs. The 
chapter will examine how this, coupled with periods out of full-time employment or 
periods in part-time employment, shapes the pension membership of women. 
Although most of the chapter will be concerned with women's participation in the 
formal economy some discussion will address women's participation in the informal 
economy where pension benefits are unlikely to be secured. 
Women's Employment 
The nature of employment in Britain has changed radically in the last few decades 
with a major shift from manufacturing to service industries and a related shift from 
blue collar and manual jobs to white collar and non-manual (Dex 1988). The rapid 
growth in service sector employment, up until the early 1990s, has benefitted women 
with the consequence of a relative change in the balance of employment from being 
overwhelmingly male to one of greater gender equality (Owen 1994: 79). However 
this greater 'equality' is linked largely to relative numbers of women and men in the 
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labour force and not to gender disadvantages within the labour market or equality in 
hours worked. 
The theoretical problems of defining productive work and paid employment 
have been discussed by feminist commentators in great detail (Pahl 1988, Ferman 
1990, Friedson 1990, Wheeler 1990, Tancred 1995) and these show that defining 
employment for women is problematic. Analyses of women's employment have 
largely focused on the increase in women's employment this century (Beacham 1984, 
Dex 1988). Precise measures of women's employment rates are, however, problematic 
as women are significantly represented among marginal workers and the great majority 
of the hidden labour supply are women (Garman et al 1992). 
Defining women's unemployment also raises difficulties as women's 
unemployment is more likely than men's to be associated with their domestic 
commitments (Garman et al 1992). Some women may not consider themselves to be 
unemployed due to domestic circumstances, even though they want a job (Martin and 
Wallace 1984, Cragg and Dawson 1984). The rates of unemployment for women are 
greatly underestimated as the Employment Department count excludes those not 
signing on for unemployment benefit (Owen 1994), and women are less likely to sign 
on than men (Garman et al 1992: 6.3.3). Nevertheless as more women participate in 
the labour market women's unemployment has become more visible (Garman et al 
1992). Women's unemployment rates grew during the 1970s (De x 1987), and between 
1977 and 1987 women's unemployment rate grew faster than men's to around 8% of 
the female 'working' population compared with 12% for men (Garman et al 1992: 
6.1.1). The 1991 census reveals a slightly higher figure of 9% of economically active 
women being unemployed (Owen 1994). 
Recent Trends in Women's Employment 
Changes in women's employment have been well documented (Beacham 1984, 
Beechey and Perkins 1987, Buswell 1987, Joshi 1988, Crompton and Sanderson 1990). 
Two major recessions, between 1971 and 1992, have reduced the total number of 
employees in Britain but the growth in women's employment in the period, of 2.15 
million, is almost matched by the decline in men's of 2.5 million (Owen 1994: Table 
6.1). In 1993 71% of women in Britain of employable age were economically 
active1(Sly 1993: 483). The Department of Employment forecasts that a further 
500,000 women will join the labour force between 1991 and the year 2000 (Central 
Statistical Office 1990: Table 4.3). The Henley Centre for forecasting, predicts that 
women will form the majority of British employees by the end of this century (quoted 
in Hewitt 1993). These figures have been interpreted as representing a dramatic 
increase in the proportion of women employees in the twentieth century in Britain. 
Commentators such as Hakim (1993) argue that rather than this representing 
an increase in women's employment activity rates it depicts a substitution of part-time 
for full-time jobs in the post Second World War period. The rise in women's 
o 
1 Including employed and unemployed women. 
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employment has only been evident since 1971 and has been characterised by an 
increase in part-time employment. The total labour force has grown by 3 million 
since 1971 and approximately 90% of this has been among women (Department of 
Employment 1990a). The changes have been identified with an increase in numbers 
of married women in the labour force. During the period 1971 to 1990 the economic 
activity rate of non-married women fluctuated from 72% in 1971 to 67% in 1980, 
then increased to 75% in 1986 and by 1990 had fallen to 72% (OPCS 1991a: 7). The 
1951 census revealed that only 22% of married women were economically active 
(Hakim 1979), by 1987 this rose to 68% (OPCS 1987) and by 1991 reached 71% 
(Department of Employment 1992: 434), and many married women work part-time. 
Hakim (1993) therefore maintains that there has been a stability in women's economic 
activity rates since 1851, with the rise since 1971 being accountable solely through the 
increase in part-time employment. 
Patterns of Women's Employment 
The proportion of women in employment has increased for every age group except the 
youngest (Hewitt 1993, Dex 1988). However, the employment rates of women in all 
age groups are lower than those for men of the same age (Sly 1993). Married women 
have constituted the largest increase in women's participation rates, and changes in 
women's childbearing and childrearing practices have had a considerable impact on 
women's labour force participation (Martin and Roberts 1984). 
Part-time employment 
The growth in female employment has been built on a shift from full-time to 
part-time employment (Dex 1988, Beechey and Perkins 1987, Hakim 1993). 
Women's part-time employment has increased by seven percent since 1990 (Sly 1994: 
404). This is not only a consequence of the shift from manufacturing to service 
industries but is also a consequence of government polices since 1979 towards making 
the workforce more 'flexible' (Owen 1994). Over 85% of current part-time 
employees in Britain are women (Sly 1994: 405). Thus women, on average, are 
employed for fewer hours than men per week, 31 hours compared with men's average 
of 44 (Sly 1993: 488). 
More and more jobs are being created as part-time and the jobs that women 
conventionally do are being increasingly constructed as part-time (Beechey and 
Perkins 1987). It is women, especially married women, who are seen as the key 
group for filling 80% of the 90,000 new part-time jobs on offer in the period up to 
1995 (Phillipson 1990: 160). The 1991 Labour Force Survey reveals that 50% of 
married women employees were part-time and 29% of non-married women 
employees were in part-time jobs (OPCS 1992a: 15). It is women with children who 
make up the highest proportion of part-time employees. Figures from 1993/4 Labour 
Force Survey show that 63% of mothers with paid jobs were part-time (Sly 1994: 
404). 
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Public sector 
The rise in the number of part-time jobs has largely occurred in the service 
industries and the public sector (Dex 1988: 4). The state has been one of the largest 
employers of women (Beechey and Perkins 1987) and indeed the continued expansion 
of professional and public sector employment explained the continued rise of female 
employment in contrast to men's during the recession of 1974-78 (Bruegel 1979). 
Between 1951 and 1981 public sector jobs associated with health, welfare and 
education grew from 1.3 million to 3.4 million and these jobs were predominantly 
held by women (Land 1991: 8). In 1981 women comprised 78% of health workers, 
72% of local authority workers and nearly 90% of those involved in local authority 
social services (Land 1991: 8), but privatisation has led to a decline in the public 
sector labour force. The proportion of the total labour force in Britain in public sector 
employment declined from 30% in 1979 to 23% in 1992 (Bailey 1994: 115). This 
decline has been encouraged by the major shift to privatisation. 
Self-employment 
There has been an overall growth in self-employment and although the 
proportion of women in self-employment has increased, only a minority of women 
are currently self-employed (Sly 1993). Between 1979 and 1990, total self-
employment grew by over 1 million and the growth in women's self-employment 
grew from 398 thousand in 1971 to 720 thousand in 1992 (Owen 1994: Table 6.1). 
However, only 7% of employed women were self-employed in 1993 compared with 
17% of working men (Sly 1993: 486). Although the alternatives to full-time 
permanent employment have been found mainly in part-time employment for women 
and self-employment for men, a considerable number of women have opted for self-
employment (Hakim 1993). Women's self-employment is split evenly between part-
time and full-time employment whereas the majority of men in self-employment are 
full-time (94%) (OPCS 1992a: Table 6.8). However a fifth of self-employed women 
work for very long hours (49 or more per week) and almost half of self-employed 
men work for such hours (Sly 1993: 488). 
The increase in self-employment for men has been in most industries but the 
largest increase between 1984 and 1991 was in construction, increasing from 22% to 
43% of total male self-employment. Self-employed women too display broadly 
similar increases in self-employment in all industries, however, the largest increase 
has been in agriculture, forestry and fishing, increasing from 36% of total female 
self-employment in 1984 to 46% in 1991 (OPCS 1992a: Table 5.14). The business 
choices available to women are severely constrained as women are often forced into 
stereotypically 'female' business ventures (Watkins and Watkins 1984: 29). 
The informal economy 
Precise figures on women's involvement in the informal labour market are 
obviously difficult to find. Morris found, from her research in Hartlepool, that 
women's participation in the informal economy was less common than that of men 
(1987: 100). However, this may just emphasise the differences in the nature of 
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women's and men's participation in the informal sector with men being located outside 
the domestic sphere and women inside the domestic sphere2 (Gregson and Lowe 
1994). The social security system constrains women's opportunities to take up formal 
employment when their husbands are unemployed (Leonard 1992: 148) and indeed the 
low levels of benefits means that it is often financially necessary to find other ways 
of being economically active. Unemployment benefit rules mean that non-means 
tested unemployment benefit are replaced with means-tested benefits after a period 
of a year. Any earnings are subtracted from benefits and therefore women whose 
husbands are unemployed for lengthy periods are unlikely to remain in the formal 
labour market (Morris 1990, Leighton 1992). In these circumstances women may 
pursue employment in the informal economy (Leonard 1992). 
Employment and Domestic Responsibilities 
Changes in the labour market are associated with connections between employment, 
class and gender (Buswell 1992: 93). Although women's relationship to the workplace 
may have been revolutionised, a parallel revolution has not occurred in their place in 
the home. Men still take a less than equal role in domestic labour (Hochshild 1989, 
Oakley 1990, Kiernan and Wicks 1990) and this is true even in households where the 
woman works full-time (Jowell Witherspoon and Brooks 1988). In comparison to the 
increased domestic burden resulting for women from having children, having a family 
can result in a reduced domestic burden for men (Newell 1993). Consequently 
women's paid work tends to be of a kind that accommodates both domestic 
responsibilities and employment commitments (Lonsdale 1992, Hewitt 1993, Newell 
1993). 
In comparison with other EC countries Britain has one of the highest levels of 
women's employment (Dale and Glover 1990) but it also has one of the highest rates 
of part-time work (Beechey and Perkins 1987). The trends in the employment rates 
are shaped according to family responsibilities (Newell 1993). Although mothers 
nowadays seldom quit labour force participation permanently (Sharpe 1984), a 
woman's employment is typically characterised by one or more career breaks 
coinciding with the birth and pre-school care of children (Larwood and Gutek 1989). 
Therefore, in contrast to the typical pattern of continuous employment for men, for 
women it is discontinuous, with women displaying a diverse range of employment 
histories. Female employment patterns include differing forms, the 'domestic career' 
with a lengthy and uninterrupted period at home after the first child, the 'phased 'work 
history in periods of part-time work between births and the continuous career' 
interrupted, if at all by brief periods of maternity leave (Martin and Roberts 1984). 
The two phase or bimodal pattern of employment characterised by peaks of 
employment before and after the troughs of employment during child-bearing and 
child-rearing years (Beechey and Perkins 1987, Dex 1985) is now becoming less 
apparent, with younger women being more likely to return to the labour market 
2 Gregson and Lowe note that tasks such as knitting, sewing, ironing and cleaning 
have long been supplementary earners for working class women (1994: 131) 
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between births or to continue throughout childbearing. Indeed between 1981 and 1989 
employment rates for women with children rose from 46% to 57%, a more rapid rise 
than for women without children (Harrop and Moss 1994: 343). Age of the youngest 
child has an important effect on women's participation in the labour force (Martin and 
Roberts 1984). Although there has been a steady increase from the 7% of women 
with children of pre-school age in full-time employment in 1971, still only 13% of 
women with children of this age were in full-time paid jobs in 1990, and this category 
accounted for the lowest employment rates of all women (OPCS 1991a: 8). 
Behavioural changes are affecting the bimodal pattern (Elias and Main 1982). 
Marriage age has increased3 and women who want children also wait longer to start 
their families4• Although less than one in five resume employment within nine months 
of having their first child (Brannen and Moss 1988: 12) after the birth of their first 
child the pattern of women's employment often changes from being full-time to a 
mixture of part-time and full-time (Buswell 1992: 86). The period women spend out 
of the labour force whilst rearing children has fallen dramatically. A PSI survey 
found that amongst women who had been working before having a baby in 1988, half 
had returned to paid work within nine months, and another fifth were looking for a 
job (McRae and Daniel 1991). The responsibility for the care of children is the major 
reason for women's sporadic labour force participation (Joshi 1992). Although there 
may be some evidence to suggest that images of parenthood are moving towards a 
more joint responsibility model (Dingwall et al 1991) women are still perceived to be 
the main home makers (Newell 1993). 
In trying to run a home as well as doing paid work, women with children often 
may try to achieve the 'superwoman' ideal (Llewelyn and Osborne 1990) even if, for 
the richer of them, it involves help from nannies (Watson 1991). This, however, can 
only be afforded by a minority (Gregson and Lowe 1994). Lack of adequate state 
nursery provision impacts directly on women's employment (Coterill 1992, Cohen 
1988, Berry Lound 1990). Joshi (1992) found that women in Britain spend up to 30% 
of their earnings on child care. Therefore for many women employment is 
uneconomic, especially with women so dominant in low paid jobs (Joshi 1992, Newell 
1993). The result is that the average British woman experiences motherhood as a 
negative influence on both earnings and job status (Newell 1993: 276). Women may 
be forced into employment out of financial necessity, irrespective of the double burden 
placed on them (Carter 1988), however, despite the difficulties, continuity of 
employment is a choice that more and more women are making or are having to make 
(Polakoff 1991). But continuity of employment is largely a prerogative of women in 
3 The median age of the first marriage of women in 1981 was 2 years younger 
than the median age of 25.6 in 1989 (HMSO 1989: 8). 
4 In 1990 married women in professional occupations waited on average 34 
months before having their first child, an increase of five months on 1971. Women 
in other non-manual occupations had their first child on average 30 months after 
marriage in 1990 and 26 month~~1971 and women in manual occupations show a rise 
from 19 months in 1971 to 25 months in 1990 (Central Statistical Office 1992a: 49) 
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professional and managerial occupations with adequate incomes to pay for child-care 
and domestic support 
Women at Work 
Although there has been some feminisation of the workplace this has resulted in little 
improvement of women's position within it (Walby 1990). The Equal Pay Act and 
Sex Discrimination Act were introduced in order to help eliminate inequalities 
between men and women in employment (Beechey 1987). The extent to which these 
laws have reduced indirect discrimination is minimal because of financial costs 
associated with childrearing for women. Colgan and Tomlinson (1991) contend that 
the main factors influencing an individual's career progression are having full-time 
uninterrupted employment, being seen as promotable through having the ability and 
commitment to the job, and thus appearing to be a good long-term prospect. It is not 
surprising to find that women who are in demanding executive jobs are more likely 
to be single compared to their male colleagues (Valdez and Gutek 1989). High status, 
well paid jobs are organised as full-time and therefore are generally incompatible with 
the successful management of a woman's home and family responsibilities (Newell 
1993). Part-time employment means the sacrifice of long term career prospects (Hunt 
1988). 
Gender segregation at work 
Occupational segregation can be both horizontal and vertical. Hakim (1979) 
demonstrated that gendered occupational segregation can be horizontal, with men and 
women working in different types of occupations, and/or vertical where men are most 
commonly working in higher grade jobs and women in lower grades. Jobs can also 
be segregated by industry, task and hierarchical aspects of the division of labour 
(Bagguley 1991). Women remain concentrated in a narrow range of occupations, most 
of which have been seen as an extension of their role within the family, and at the 
lower echelons of organisational structures (Dex 1987). 
Women are concentrated in certain types of jobs (Crompton and Sanderson 
1990, Joshi 1988). About 75% of women are employed in categories where they 
outnumber men and an even larger proportion of men are employed in 'men-only' 
occupations (Martin and Roberts 1984). Women are typically employed in the service 
occupations, caring professions (teaching and nursing), clerical and retail, cleaning, 
clothing and textiles (Joshi, 1988: 12). In 1992 women accounted for 67% of those 
employed in education, welfare and health, 78% of those employed in clerical 
occupations, 60% of employees in retail, and 80% of those employed in catering, 
cleaning and personal services (OPCS 1992a: 17). In 1992/3 83% of women 
employees were in service sector jobs compared with 56% of men (Sly 1993: 489). 
Women in part-time employment are even more concentrated in the service sector, 
as are women with dependent children. To some extent this is because women with 
domestic responsibilities choose, or are constrained into choosing, jobs that fit in with 
these responsibilities and these jobs are more likely to be found in the service sector 
(Sly 1993: 489). 
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Part-time employment 
The dramatic increase in part-time employment has been explained as 
responding to the needs of employers for a flexible workforce and the needs of women 
for more flexible employment arrangements (Humphries 1983, Beechey and Perkins 
1987, Blanchflower and Corry 1986, Lonsdale 1992). Part-time employment is 
viewed as a method by which women can juggle their home and employment 
commitments. Thus it is assumed that women choose part-time employment owing 
to their presumed primary commitment to their role in the domestic sphere. This has 
enabled employers to argue that the flexibility benefits both them and their employees 
(Beechey and Perkins 1987). 
Approximately two thirds of women who return to employment during the 
childrearing years do so on a part-time basis, but at this point there is a great deal of 
downward mobility. Women often return to jobs of lower socio-economic status than 
those they had before having children (Brannen and Moss 1988, Buswell 1992, 
Beechey and Perkins 1987, Elias and Main 1982, Martin and Roberts 1984), and as 
a consequence experience a drop in earnings and less access to fringe benefits such 
as sick pay and pension schemes (Beechey and Perkins 1987). Part-time employment 
is frequently segregated from full-time, especially from men's jobs, and in the main 
part-time jobs are concentrated in manual work and in the service industries; jobs 
located at the bottom of the occupational ladder. In 1992/3 only eight per cent of 
female part-timers worked in manufacturing compared with 18% of full-timers (Sly 
1993: Table D). Even women working part-time in higher level jobs, such as 
administration or nursing and social work, are almost always in the lowest grades 
(Beechey and Perkins 1987: 2-3). 
For some women involvement in part-time employment (and indeed full-time) 
are temporary states which they intend to alter in due course (Davies and Ward 1992: 
8), and for others part-time and full-time employment may not be a matter of choice 
(Martin and Roberts 1984, Dex 1988). Reluctant part-timers are constrained into 
doing too few hours mainly because of the lack of suitable jobs and the difficulties 
of obtaining appropriate child-care (Dex 1988: 131). The Women and Employment 
Survey found that over a tenth of all part-timers would have preferred a paid job 
entailing more weekly hours, and nearly a third of women employed for less than 
eight hours per week wanted increased employment hours (Martin and Roberts 1984: 
Table 4.16). 
Earnings 
Women's share of earned income remains minor, despite their increased 
participation in the labour force, because not only do they work considerably fewer 
paid hours than men but their pay per hour is lower (Beechey and Perkins 1987, 
Lonsdale 1992, Phillipson 1990). In 1991 the average gross weekly earnings of a 
full-time male employee was £318.90 compared with £222.4 for women (Department 
of Employment 1991). More revealing is the differences in pay per hour. In 1991 
the average earnings for full-time male employees in all occupations was £6.50 per 
hour, the corresponding figure for women was £5.89 and the average hourly earnings 
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of women in part-time jobs was even lower at £4.41 (Department of Employment 
1992Y· Women in part-time jobs are therefore by far the lowest paid, earning on 
average 75% of the hourly rate of full-time women employees and only 58% of the 
hourly rate of male employees (Department of Employment 1992). 
Women's parental responsibilities, together with the downward mobility 
suffered due to time out of the labour force severely reduces their lifetime earnings. 
For example, using 1990 figures, Joshi estimated that women with children forego 
£202,500 in lifetime earnings compared with women who remain child-free, whose 
total lifetime earnings she estimated at £439,500. These differences are due to periods 
spent out of employment as well as periods working shorter hours and earnings 
foregone because of lower rates of pay (1992: 121) 
The lower rates of pay received by women can only be partially explained by 
breaks in employment due to caring responsibilities. Women with no caring 
responsibilities and with uninterrupted labour force participation are often paid less 
than comparable men (Joshi 1992: 123). On average, men earn more than women due 
to their perceived role as family income earners and although the majority of men are 
not sole family breadwinners, their claim to be undermines women's demand for equal 
pay (Coyle 1984: 146). 
Sector of employment is associated with pay differentials. In the USA, Durden 
and Schwarz-Miller (1982) found that employment in the public sector reduced 
inequalities in pay when other factors were held constant. Higher paid jobs for 
women are largely in the public sector (Davies and Ward 1992: Table 2.3). Although 
public sector employees have not experienced a decline in real wages since 1979, rates 
of pay for some jobs, particularly those in manual NHS grades have not increased in 
line with inflation (Bailey 1994: 127). The public sector is associated with trade 
union power (Samson 1994: 79) and therefore the decreasing proportion of employees 
in this sector due to privati sat ion may lead to a more compliant and malleable labour 
force (Fairbrother 1994: 344), less able to fight against wage cuts. 
The ageing workforce 
Like all other industrial countries except Japan the UK has experienced a 
decline in the employment of older people, a decline which accelerated in the 1980s 
(Taylor and Walker 1994). This is largely a result of lack of demand (Trinder 1989) 
and can best be explained as unemployment rather than a form of retirement (Casey 
and Laczko 1989). The rapid expansion of the UK economy in late 1980s coupled 
with fear of a demographic 'time bomb' resulting from the decline of the numbers of 
young employees meant that official attitudes altered and older people were again 
encouraged to enter the labour market (Taylor and Walker 1994). 
5 These figures do not include employees earnings below the Lower Earnings 
Limit (LEL) thus being eligible for paying National Insurance (NI) contributions. See 
Chapter Three for further discussion. 
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Surveys of older workers in the labour market reveal that they continue to face 
considerable discrimination (Taylor and Walker 1991). Although there are signs that 
employers are becoming more positive towards older employees, still many display 
negative stereotypes about older workers, especially older women (Taylor and Walker 
1994). There is no legislation against ageist recruitment practices in Britain. 
Women's Attitudes to Employment 
Much of the research on attitudes to employment has concentrated on men (eg 
Blackburn and Mann 1979, Brown 1973, Daniel 1969, 1973). Although anomalies in 
attitude data exist (Newell 1993), there is little evidence to suggest that women 
demonstrate a low 'commitment' to employment due to their intermittent involvement 
in the labour force (Dex 1988, Martin and Roberts 1984). Stereotypes about female 
employees (Laws 1976) and employers conviction that women view their role as 
employees largely in terms of their domestic responsibilities (Agassi 1979, 1982), has 
led to the perception of women's entry into paid work being for the interests of their 
families rather than for any long-term perspective of self-fulfilment for the women 
themselves. Commentators have, therefore, assumed that women view their domestic 
role as more important than labour force participation (Polachek 1976, Chiplin and 
Sloane 1974). In a small study of French and British mothers, Procter and Ratcliffe 
found that a much larger proportion of British than French women anticipated 
breaking their employment for children and then returning later (1992: 82). The British 
Social Attitudes Survey found, however, that many women with younger children felt 
constrained in their options for paid work due child-care responsibilities, but over 
50% planned to look for paid work in the following five years (Witherspoon 1988: 
181). 
The majority of women are financially dependent on their paid jobs (Martin 
and Roberts 1984, Dex 1988, Witherspoon 1985 Ashford 1987) and most feel that 
earning money gives a feeling of independence (Witherspoon 1985, 1988). It is full-
timers who are much more likely to report that both partners have access to some 
independent money (Ashford 1987). The picture of the woman completely financially 
dependent upon her husband now applies to only a very small minority of women. 
The incidence of first marriages is declining (with less and less people marrying and 
more and more marriages ending in divorce 6). Increasing numbers of women are 
lone parents and in 1990 18% of families with dependent children were headed by a 
lone mother compared with 7% in 1971 (OPCS 1991a: 3). 
Although women's participation in employment has changed, their occupational 
life chances have Changed very little. The 'choices' that a woman makes about 
employment are dependent upon employer's recruitment practices, job classifications, 
6 Fewer people are getting married for the first time and a growing number are 
getting divorced. In 1981 9.1 people out of every 1000 eligible for marriage got 
married and 11.9 out of every 1000 marriages ended in divorce. The corresponding 
figures for 1988 were 6.9 and 12.3 respectively (Central Statistical Office 1991: 390). 
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income levels, as well as factors such as marital status, presence of children and the 
relative cost of child-care. Gender remains 'the single most important determinant 
of options chosen at school, industry worked in, occupation entered, amount of pay 
received, training opportunities received and taken up, promotion prospects, size of 
pension and so on' (Rees 1992: 2) 
The under achievement of women in the workplace in relation to their 
educational qualifications (Dex 1988) may be partly a result of the training that many 
younger women receive. The growth in women's education credentials may mean that 
women will break through into higher grade occupations. Indeed a key component 
of the human capital debate about education is that increased education provision leads 
to higher employment rates for women (Mincer 1985). However, young women are 
often trained for low paid employment (Buswell 1992) and the rise of the service 
sector, with its relatively low wages and career structures, implies that young people, 
especially girls, will in future be permanently trapped in 'poor work' (Lee 1991). 
Ethnicity and Employment 
Feminist analyses of gender and employment often neglect to appreciate divisions 
based on ethnicity and racism (hooks 1984, Carby 1982, Watt and Cook 1991). 
Racism is central to the experiences of the majority of women in today's world (Watt 
and Cook 1991). Black women and white women have been divided inside and 
outside the factory (Westwood 1984). 
The relation of black women to the British economy should be considered in 
context of race, but must in addition be analysed in terms of gender (Mama 1986: 
192). Black men are more likely than white men to be located in low paying jobs 
associated with poor conditions (Brown 1984). The low level of Afro Caribbean 
men's earnings may be a reason for the high levels of Afro Caribbean women in paid 
employment (Cook and Watt 1992). 
There is a lack of data about black women's position in the British economic 
structure (Cook and Watt 1992), but the data from the 1991 census reveals that there 
are substantial differences between white women's and black women's experience of 
the labour market (Owen 1994). In 1991 71% of white women aged 16-59, 
compared with only 58% of women from ethnic minority origin, were economically 
active7 (Owen 1994: Table 5.1). An analysis of the differences among women of 
ethnic minority origin reveals that 75% of women of Afro Caribbean origin were 
economically active compared with only 61 % of Indian women, 29% of Pakistani 
women and 22% of Bangladeshi women (Owen 1994: Table 5.1). 
Women are concentrated in low paying sectors of the labour market but black 
women are amongst the lowest paid, yet doing the longest hours (Mama 1986). Black 
women are less likely than white women to be in managerial and professional jobs 
7 The economically active includes women employed, on training schemes and 
women unemployed (Owen 1994: xvii) 
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(Cook and Watt 1992). Black women are also concentrated in certain sectors. For 
example, a higher proportion of women of Asian origin are employed in 
manufacturing than women from other minority ethnic origins (Duffy and Lincoln 
1990, Owen 1994). Women of Afro Caribbean origin work disproportionately in the 
public sector, especially the National Health Service (Cook and Watt 1992). 
Privatisation and the whittling away of the NHS has meant that black women 
employees are particularly adversely affected (Mama 1986: 195). However, within 
all sectors black women are likely to be in lower status and lower paid jobs (Bruegel 
1989). Although data on ethnic differences in pay is sparse (Cook and Watt 1992), 
Bruegel (1989) found that, when taking differences in shifts and hours into account, 
white women earn 23% more per hour than black women. 
White women are less likely to work full-time than black women. In 1991, 
although 57% of all women employees were in full-time jobs, only 56% of white 
women worked full-time compared with 70% of employed women from ethnic 
minority groups. Women from Afro Caribbean origin showed the highest propensity 
to full-time employment, with 77% in full-time jobs (Owen 1994: Table 6.2)8. 
Bruegel (1989) suggests that the under representation of black women generally in 
part-time employment is a consequence of lower earnings of black men and their 
resulting alarm about family poverty. Due to the lower earnings of black men, black 
women cannot afford to work part-time. 
Unemployment rates are higher among black people than white people (Brown 
1984, Jones 1993, Owen and Green 1992). In 1991 the unemployment rate for ethnic 
minority women was more than two and a half times (at 15%) higher than the 
corresponding rate for white women (Owen 1994: Table 8.1). The highest rates were 
for Pakistani women (30%) and Bangladeshi women (34%). Jones (1993) argues that 
it is those groups with the youngest age structures who experience the highest 
unemployment rates and therefore the differentials in unemployment rates between 
white women and ethnic minority women will remain in the future. 
Equal Opportunities (EO) are unlikely to have much effect on decreasing the 
employment disadvantages suffered by black women. Liff and Dale (1994) note that 
although both public and private sector employers have adopted EO polices, some 
employers demonstrate a lack of commitment to them. Even if they are taken 
seriously, there is some scepticism about how far EO polices can go in redressing 
disadvantages in the wider society. Although EO policies can be seen as attempting 
to redress the balance they often fail to recognise that people start from different 
starting points (Liff and Dale 1994: 178). For example, although young people from 
ethnic minority groups are more likely than other young people to continue their 
education after the age of 16 (Jones 1993) their higher career aspirations are often 
frustrated by direct and indirect discrimination (Owen 1994, Wrench 1993). 
8 The 1991 census shows that for employees 67% of Indian women, 67% of 
Bangladeshi women and 62% Pakistani women worked full-time (Owen 1994: Table 
6.2). 
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Racism and sexism have negative impacts on the opportunities of black women 
in Britain, confining them to low paying and low status jobs. However, there are 
substantial differences among women of ethnic minority origin in their experiences of 
employment. 
Conclusion 
This chapter has shown that women are located in a narrow range of occupations, 
often seen as less skilled and less highly rewarded in terms of earnings, and a 
significant proportion of these jobs are part-time. The discussion has endeavoured 
to show the extent to which women do, or can, work full-time throughout their adult 
lives in reasonably well-paying jobs in order to secure adequate pension income in 
later life. An employment history that results in an adequate retirement pension is 
likely to have several important characteristics including steady employment over 
many years in a full-time occupation with high socio-economic status, high wages 
and fringe benefits (O'Rand and Henretta 1982: 26). These criteria are generally not 
fulfilled for women employees. As black women are amongst the most disadvantaged 
in the labour market in terms of job status and pay their retirement pensions are likely 
to be disproportionately affected. However, they are not disadvantaged so much by 
part-time employment or by discontinuous working which may favour their future 
pension situation. In the next chapter I will examine the consequences of pension law 
for women. 
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Chapter Three 
Women, Employment and Pensions Law 
Introduction 
This chapter examines British pension law in relation to women, focusing on how 
policies on pensions have a differential impact on women and men. In Britain, 
women retire earlier than men, tend to live longer than men, are employed for shorter 
periods during their potential employment years, and tend to stay for shorter periods 
with one employer (Smith 1980: 56). However, only limited attention has been given 
to the financial security of women in later life. Much of the state's concern has 
focused on the costs of women's longevity to the Exchequer (Department of Social 
Security 1991, Social Security Advisory Committee 1992). The British pension 
system has failed women in two related ways. Firstly, due to women's assumed 
primary location within the domestic sphere it has treated women as dependents of 
men, with little need for independent financial security in later life (Groves 1993). 
Although a proportion of women spend part of their lives in partial or total economic 
dependence within marriage or marriage-type relationships (Joshi 1989, Land 1986), 
as we saw in the previous chapter, this is decreasingly the case. Secondly, men and 
women are treated as alike in terms of contribution conditions. The discussion in 
Chapter Two highlighted how women are over-represented amongst low paid and 
intermittently employed workers. These are, therefore, inadequate cornerstones of 
British pension law, the consequences of which are women's disadvantaged position 
in relation to men in their access to both state and non-state pension provision. 
Pension provision is an increasingly important aspect of welfare legislation in 
Britain, as the age range of the population is getting older. The state pension system 
is administered through a network of legislation, however, the major problem with 
occupational pension law is that there is no comprehensive legal framework governing 
it (Goode 1993: 4.1.5). The period 1973 to 1990 was marked by major changes in 
legislation covering both state and non-state pensions. The direction of this was 
provided by the DHSS paper (1971) 'Strategy for Pensions: The Future Development 
of State and Occupational Schemes'. Changes throughout the 1980s have meant that 
non-state schemes play a more pivotal role in pension provision in Britain in the 
1990s. 
The basic state retirement pension is dependent on the payment of sufficient 
national insurance (NI) contributions or alternatively, on being a partner, or an ex-
partner of someone who has paid sufficient contributions. The Social Security Act 
1986 (enacted 1988) has meant that the required 'second-tier' of pension provision for 
all employees can either be in the form of the State Earnings Related Pension Scheme 
(SERPS), an occupational pension, or an approved personal pension (APP). All but 
the lowest paid (ie those earning below the Lower Earnings Limit (LEL)) are required 
to secure second-tier provision to supplement their basic state pension. 
The basic state pension provides an insufficient retirement income for 
pensioners (Davies and Ward 1992, Groves 1991, Harris and Burr 1991) and the value 
of the basic state pension is declining (Johnson and Falkingham 1992, Evandrou and 
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Falkingham 1993, Johnson et al 1992). Largely as a result of the change from 
earnings indexation to price indexation of the basic pension since 1979 (Evandrou and 
Falkingham 1993), spending on the basic pension is projected to cost £32.6bn in 
2050-51 instead of £79.7bn (Johnson et al 1992: 64). As a result of these changes, 
pensioners are losing out on a great deal of income and at present a single pensioner 
would be about £19 better off per week, and a couple £30 better off if earnings 
indexation had continued (Titley 1995: 14). The need for a second-tier of pension 
provision is therefore ever increasing. 
Refonns made in the 1986 Social Security Act have meant that the benefits 
from SERPS are also set to decline (Johnson et al 1992), thus making non-state, and 
particularly occupational pensions, more financially necessary. Membership of an 
occupational pension scheme has a positive effect on income in later life! (Bone et 
al 1992, Evandrou and Falkingham 1993), thus occupational pension provision is 
becoming increasingly important for financial well-being in later years. In 198832% 
of retirement income came from occupational pensions compared with only 16% in 
1981 (Central Statistical Office 1992a: 93), however, only 20% of women over state 
pension age compared with 68% of men receive a pension from a previous employer 
(Government Actuary 1994). Women's unequal access to occupational pension 
provision increases gender inequality in later years (Phillipson 1990: 159), with older 
women experiencing a greater incidence of poverty (O'Rand and Henretta 1982, 
Townsend 1979, Walker 1992, Ward 1985/6). 
In this chapter I will explore inequalities between men and women resulting 
from legislative measures relating to pension provision. 
The Financing of State Pensions 
The basic state pension is of major importance to women as gaps in employment are 
protected by contribution credits (discussed below), the major problem is its amount 
(Ward and Davies 1992). Financial benefits from a full basic pension are inadequate 
(Evandrou and Falkingham 1993) and this minimal amount can be depleted if there 
is a reduced number of NI contribution years. 
National Insurance (NI) contributions 
State retirement pensions are financed through NI contributions. The NI fund 
consists of contributions paid by employees, their employers, the self employed, and 
individuals who make voluntary contributions. Entitlement therefore depends on the 
contribution record of individual contributors. Contributions are paid during a 'normal 
working life' (currently 49 years for men and 44 years for women). Table 3.1 outlines 
the classes of contributions, who is liable, and benefit entitlements. 
1 In 1988 the mean retirement income of women with an occupational pension 
scheme was £78 compared with only £40 for women without. The corresponding 
figures for men were £126 and £72 respectively (Bone et al 1992: tables 7.16 and 
7.24). 
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Table 3.1 Classes of NI contributions and benefit entitlements 
Classes of Contributions Who is Liable Benefit Entitlement 
Class 1 Employees who earn above Gives entitlement to all 
LEL and their employers benefits with contribution 
conditions 
Class 2 Self Employed All benefits except 
unemployment benefit 
Class 3 Voluntary Contributions Gives entitlement to 
widow's benefits and 
retirement pensions 
Class 4 Self Employed earners No benefits 
Source: Po y nter and M artm 1994 
Reduced liability for married women and widows 
The Social Security Act 1975 required that from 5th April 1977 all employed 
women, whether married or single, would pay full NI contributions providing they 
earned above the LEL. From 1948 until that date an employed married woman or 
widow could pay reduced class 1 contributions or no class 2 contributions. Paying the 
reduced rate meant relinquishing the benefits that full NI contributions provided, on 
the basis that married women would be supported by their husbands. The eventual 
dependent wife's retirement pension is based on the husband's contributions and is not 
paid until he reaches 65. This married women's pension is worth 60% of a single 
person's pension, therefore representing a significant proportion of a single person IS 
pension. Groves (1991) argues that for this reason it did not provide an impetus to 
married women to choose to pay full NI contributions because a full contribution 
record meant they effectively accumulated only 40% of a retirement pension. An 
even stronger deterrent lay in the 'half test' which required a wife to pay full 
contributions for at least half of her married life or lose the entire value of her 
contributions made throughout her working life (Groves 1991: 41). The half test was 
also revoked in 1978 and consequently all but the lowest paid employees (the majority 
of whom are women employed on a part-time basis), have had to pay earnings related 
contributions for NI benefits. 
All women joining the labour force for the first time in April 1977, or 
returning to employment after more than two years absence, have been charged the 
full NI rate, regardless, of their marital status (Poynter and Martin 1994). Only 
married women already paying reduced contributions have been allowed to continue 
to do so and 1.1 million women still pay the married women's rate (Department of 
Social Security 1990). The disadvantage of continuing to pay the reduced rate is the 
lack of entitlement to any benefits and having no right (except for widows) to receive 
NI credits when these would otherwise be made during sickness. Home 
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Responsibilities Protection (discussed below) is only available to those paying full NI 
contributions (Poynter and Martin 1994), and therefore married women can only claim 
these credits if they revoke the right to pay reduced contributions (Matthewman and 
Sloss 1988). A married woman whose husband dies while she is paying reduced NI 
loses her right to continue unless she is receiving widow's benefit. The right to opt for 
reduced liability is automatically lost on divorce or annulment of marriage, at the end 
of the tax year in which a woman stops getting widow's benefit, and after two years 
absence from the labour force (Poynter and Martin 1994: 219). 
Credits for NI contributions 
Contribution credits can be granted under certain circumstances to overcome 
gaps in contribution records. An individual is credited with an amount of earnings 
equal to the LEL and can receive only sufficient credits in any tax year to meet the 
contribution condition which allows credits to count. The unemployed, those receiving 
invalidity care and those receiving child benefits can receive these credits. A woman 
is entitled to Class 1 credits for each week of the maternity pay period (maximum 
period 18 weeks) for which she receives statutory maternity pay. The most important 
credits for women are those granted for Home Responsibilities Protection (HRP). 
Home Responsibilities Protection (HRP) 
A year of HRP is one in which throughout the tax year an individual receives 
child benefit in respect of a child aged under 16, or is entitled to receive income 
support because they are caring for an invalid, or spends 35 hours per week for 48 
weeks caring for someone receiving either attendance allowance or constant attendance 
allowance. A year in which a married woman has chosen to pay reduced NI 
contributions cannot be a year of HRP, and no year before 6th April 1978 can be a 
year of HRP. Years of HRP are deducted from the total number of years for which 
a person would otherwise have to satisfy the contribution conditions, and therefore 
HRP can reduce the requisite number of contribution years to 20 for a woman and 25 
for a man for retirement pension purposes (Poynter and Martin 1994: 231)2. For 
widow's pension and widowed mother's allowance it can reduce the requisite number 
to either 20 or half of what it would otherwise be (what ever is lower). 
There are a number of anomalies associated with HRP credits. Although in 
theory men and women are able to claim HRP if they are in receipt of child benefit, 
in practice women are required to sign over child benefit to their husbands, otherwise 
HRP will not be attributed to a husband looking after children full-time (Gill and 
Whitty 1983). HRP credits are granted for a maximum of 19 tax years for women, 
and are granted only when no NI contributions are made for that year (Equal 
Opportunities Commission 1992). If a woman earns above the LEL (thUS paying NI 
2 As a result of the Government's proposals to equalise state pension age for men 
and women at 65 between 2010 and 2020, the maximum number of years of HRP will 
be equalised to 22 years for both sexes (currently 19 years for women and 24 years 
for men) (Poynter and Martin 1994: 239). 
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contributions) for any part of that year she will forfeit the right to HRP for that year. 
If a woman has her baby in September she will not be able to claim HRP until the 
beginning of the following tax year. On divorce, women are credited with their 
hu~b~nd's NI contribution records up to the time of the divorce: widows are granted 
a sImIlar allowance, however this only applies to women who were under pension age 
in 1979 and who were divorced or widowed after that date (Matthewman and Sloss 
1988). Married women consequently still have difficulty with establishing a complete 
record of entitlement to a basic state retirement pension. For example women who 
exceed the permitted 19 years allowed for claiming HRP because they are not in paid 
work may have an incomplete record, and those who are carers of adults who do not 
qualify for an invalid care allowance are ineligible for HRP. Thus the majority of 
married women cannot claim a full NI pension in their own right. 
The State Pension Scheme 
The present system came into operation in April 1978 following the Social Security 
Act 1975. The state pension embraces two tiers: a basic flat rate pension paid to all 
eligible individuals irrespective of their earnings and an earnings-related component 
based on duration of contributions made to the scheme. Changes were made to the 
earnings related component in subsequent legislation. 
The Basic State Pension 
To qualify for the full basic pension an individual must have paid, or been 
credited with, NI contributions for nine tenths of their 'working' life (currently 39 
years for women and 44 years for men). 'Married womenlsl NI contributions do not 
count towards state pension benefits and consequently women who opted to continue 
to pay this reduced rate will have to depend on their husband's pension, or other 
means, during pensionable years. 
There are three main categories of retirement pensions (table 3.2). A Category 
A pension is payable on a person IS own contribution record. The conditions allow use 
of a former spouse's record in the case of those who are widowed or divorced and 
who cannot claim a full basic pension in their own right. A Category B pension is 
payable on spouse's contribution record with different conditions for a married woman, 
a widow and a widowe~. A Category D pension is non-contributory and is paid to 
3 A woman's husband must have satisfied the conditions, both husband and wife 
must be over state pensionable age, and the husband must be entitled to a Category 
A pension. If the husband only partially satisfies the contribution conditions his wife 
will receive less than the standard rate. For a widow, either her late husband must 
have satisfied the contribution conditions or must have died as a result of industrial 
injury or disease. The husband must have either died when his wife was 60 or over, 
or his wife was widowed immediately before reaching 60 and was entitled to a 
widow's pension. The pension is paid indefinitely and does not cease if the person 
remarries (as long as remarriage was after 4th April 1971) or cohabits (Poynter and 
Martin 1994). 
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~''''&'U''J .,. .. '-"'U'lHllVUUVU;:) Conditions of Eligibility 
Category A Own contributions Paid individuals on their own contribution records 
unless 
a the last marriage ended before the person 
reached pensionable age and the person did not 
remarry before that date or 
b )the person is a widower whose wife died after 
he reached pensionable age but before late wife 
reached pensionable age or 
c )the last marriage ended other than by death of 
spouse after the person reached pensionable age 
Category B Spouse's Paid to the spouse but under different conditions 
contributions depending on whether married or widowed. 
Category C N on -contributory Paid to individuals who were over 65 on 5th July 
1948, and their widows 
Category D Non-contributory Paid to individuals 80 years old + who have no 
other retirement pension or an amount of 
retirement pension less than current rate of 
Category D. 
ource: Po nter and Martm 1YY4 y 
Table 3.3 Benefits paid for types of State Retirement Pension 1994/5 
Category Claimant Adult Dependent Child dependent 
Category A £57.60 £34.50 £11.00 
Category B 
Married £34.50 - £11.00 
Woman 
Widow/er £57.60 - £11.00 
Category D £34.50 (+ age - -
addition of 25p a 
week because over 
80 years old) 
ource: Po y nter and Martm 1994 
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people over 80 years old. Few people now qualify for the Category C pension as this 
non-contributory pension is paid to men who are at least 100 years old (Poynter and 
Martin 1994: 112). Pension values from April 1994 are outlined in table 3.34 The 
vast majority of male pensioners receive a Category A pension and women usually 
receive either, or both, Category A and B (Rowland 1990: 70). Men are therefore 
more likely to be receiving a pension in their own right, whereas many women are 
receiving a dependent's pension. 
The basic pension is based on years of contributions and it has consequently 
left many women either without a basic pension in their own right or with a reduced 
amount. In 1989 less than a third (2.2 million) of women of state pension age 
received a basic state pension on their own contribution record, and of these over a 
quarter received a reduced pension (Davies and Ward 1992). The married women's 
NI contribution was largely responsible for this and although improvements are 
envisaged due to the abolition of the reduced stamp, still many women pay the 
reduced rate. These women are thus likely to be dependent upon their husband's 
pension in the future unless they are widowed and receive his state pension. At 1994-
5 rates married women who opted to pay the reduced stamp, along with women who 
have never paid NI contributions, can qualify for a pension of up to £34.50 per week 
bringing the total for a couple to £92.10 per week (Table 3.3). However on the death 
of her husband the wife receives a widow's pension of £57.60 per week which is the 
same as the basic pension (Poynter and Martin 1994). The Government Actuary 
estimates that by 2010 all married women will be entitled to at least some basic 
pension on their own contributions, however for a third this will amount to less than 
their husband's contribution record would entitle them to (Government Actuary 1990). 
Women on low pay are also disadvantaged. Present figures reveal that 2.25 million 
low paid employed women will not qualify for a basic state pension because they earn 
too little to pay contributions (Giussani 1994: 6). 
The State Earnings Related Scheme (SERPS) 
The State Earnings Related Pension Scheme (SERPS) was introduced in 1978 
under the terms of the Social Security Act 1975. As the earnings related component, 
or second-tier, of the state scheme, SERPS provides an earnings related pension to 
individuals who have paid class 1 contributions in excess of the minimum required for 
a basic state pension. SERPS is only paid in excess of Categories A and B retirement 
pensions. In its original form SERPS was based on average gross earnings in the best 
twenty years of 'working life' relating to earnings between the LEL (£57.00 per week 
1994-5) and upper earnings limit (DEL) (£430.00 per week 1994-5)5. However 
changes to the 'best twenty years' formula (discussed below) mean pensioners will 
never have a SERPS based on this formula. It is not until 1999 that individuals can 
have more than twenty years relevant earnings from which to choose the best twenty 
4 A full table of basic state pension payments can be seen in Appendix 1. 
5 A comprehensive table covering LEL and UEL since 1975 can be found m 
Appendix 2. 
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(Creedy 1982: 11) and the changes in the rule are operational from this date. 
In its original form SERPS was of particular benefit to women. SERPS was 
potentially very important in providing extra pension to employees without 
occupational pension provision, the majority of whom are women (discussed in 
Chapter Four). As SERPS was designed to meet the needs of lower paid and 
intermittent employees it was very favourable to women. The 'best twenty years' of 
earnings rule enabled women who had taken periods out of paid work for domestic 
responsibilities, or who earned less in later years, to benefit from the years of higher 
earnings (Groves 1991: 50). This advantage to women, however, was lost with the 
changes in the 1980s. 
The repeal of the 'best twenty years' formula 
By the mid 1980s the government was so concerned about the projected 
increasing costs of SERPS that it considered revoking SERPS altogether (Ward 1990, 
Johnson et al 1992), but in the event, SERPS was retained in a modified and less 
expensive form to the government. Although the period of transition will not be 
complete until 2037 the changes to SERPS will affect those retiring after the year 
2000 (Goode 1994: 131). Changes implemented under the Social Security Act 1986 
mean that although NI contributions were to remain 'as the foundation from which 
those retiring in the future can build their own additional pension' (Groves 1991: 41), 
changes to SERPS were to be implemented. Under the revised formula (operative 
from 1999) SERPS will be based not on an employee's 'best twenty years' but on 
lifetime's average earnings (Reardon 1994). No allowance is to be made for full-time 
education or time outside the labour force unless the person concerned was formerly 
granted HRP. 
The repeal of the 'best twenty years formula' means that SERPS fits women's 
lives less well than before (Ward and Davies 1992). The original formula was not 
only beneficial to women who took time out of the labour market due to domestic 
responsibilities but was also advantageous to the unemployed, chronically ill or 
disabled and favoured those whose highest real earnings came earlier in their careers 
(Groves 1991). People who leave the labour market early (mainly women) also 
benefited from the twenty years rule. All earnings above the LEL, and therefore at 
a level for NI, from the age of 16 to the age of 60 for women and 65 for men6, will 
be taken into consideration when calculating women's SERPS benefits. This means 
that women will be hit the hardest, with earnings from part-time and temporary 
employment serving to diminish SERPS benefits. Under the present system the 
benefits are already paltry. The maximum obtainable by a person who retired in 1991 
who had been in SERPS since it started and had paid the top level of contributions 
was £2,400 per annum or £46.15 per week (Harris and Burr 1991: 40). For those 
retiring after the year 2000 SERPS will be reduced over a 10 year period to a 
maximum of 20% of earnings, instead of 25% (Reardon 1994: 129). 
6 Ages 16 to 65 for both men and women when pension ages are equalised at 65 
between 2010 and 2020. 
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Even with the 'best twenty years' formula women received less benefits than 
men. In 1988 the average SERPS weekly payment for women aged 60-64 was £6.76 
per we~k .compared with £10.29 per week for men aged 65-69 (Equal Opportunities 
CommIssIon 1992a: 28), and due to the changes in the benefits that women will 
receive after 1999 in future they are likely to be markedly less in relation to men. Not 
only will the maximum SERPS pension which a women might expect be lower 
because it will be based on only 20% of the requisite earnings band: she will need to 
have to paid work for a greater number of years in order to achieve that maximum, 
unless she has an entitlement to HRP credits (Groves 1991: 45). 
Home Responsibilities Protection and SERPS 
As compensation to women for the loss of the 'best twenty years' rule HRP 
was introduced into SERPS (Groves 1991). Women who qualify for HRP will get a 
better deal under SERPS by not doing any paid work at all, or at least by earning so 
little that they can be credited with NI contributions. HRP credited years will not 
count towards the total of years by which lifetime earnings will be divided in order 
to produce the level of SERPS pension. For best results a women now needs to be 
employed full-time and maximize earnings up to the weekly ceiling throughout her 
potential employment life (Groves 1991: 45). Women in part-time jobs are 
particularly disadvantaged. HRP credits can only be claimed by someone who is, 
during the relevant tax year, entitled to child benefit and/or the invalid care allowance 
and is earning too little to pay NI. Part-time employment with pay at or above the 
LEL eliminates the possibility of HRP credits resulting in low part-time earnings 
being considered in the final calculation of pension entitlement. Thus women will run 
the risk of decreasing their SERPS pension entitlement if they take a rate of pay above 
the LEL, with the consequence that any previous higher earnings will lose their value. 
Therefore the introduction of HRP credits into SERPS calculations has not 
compensated women for the loss of the 'best twenty years' formula (Groves 1991). 
It has in fact meant that many women who take up part-time and low paid 
employment at some time in their lives may be worse off during their pension years 
than women who took up no employment at all. 
Non-State Pension Schemes 
The 1986 Social Security Act introduced Approved Pension Plans (APPS) into the 
types of pensions permitted to fulfil the second-tier pension requirement for all but 
the lowest paid. Individuals have been able to make private savings for retirement 
through personal pensions (PPs) for many years, however, under the conditions of the 
1986 Act certain types of personal pension plans (PPPs,) could be approved CAPPs) 
enabling the contributor to contract-out of SERPS (Braithewaite 1991: 9). The 
second-tier pension options are summarised in Figure 3.1. Non-contracted out 
occupational pensions and PPs can be used to supplement SERPS. Additional 
7 In this research PPP is used to refer to all personal pension plans. Those which 
are contracted-out are referred to as APPs, and those which are not contracted-out 
are referred to as PPs. 
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Figure 3.1 
Second-Tier Pension Options (Since 1988) 
·Occupational 
Scheme 
pt.iona lLEx t.ca 
Ave's FSAVC'S 
•• Contracted-out 
Options 
(One Required) 
SERPS 
t..i.on3. ---Ex t I:a..--
Occupational ~PI 
Pension L~ __ ~ 
•• APP 
Optional Extra 
L c~~ 
Voluntary Contributions (A VCs) available from employers} and Free Standing 
Additional Voluntary Contributions (FSAVCs) available from insurance companies, 
can be used to increase benefits from contracted-out occupational schemes. A VC's, 
are the better option because for FSAVC's insurance companies levy charges on the 
member which would otherwise be paid by the employer (Hunter 1995: 34)B. 
Similarly PPs can be used to increase APP benefits. 
The aim of the 1986 Act was to both encourage people to take out non-state 
pension coverage (Ward and Davies 1992, Johnson et al 1992) and to give 
occupational schemes the incentive to contract-out of SERPS (Johnson et al 1992). 
As an incentive to opt out of SERPS changes were made to the Guaranteed Minimum 
Pension (GMP) (Reardon 1994). The Social Security Act 1973 required that 
occupational pensions requesting recognition by the Occupational Pensions Board 
(OPB) had to give benefits at least equivalent to those given by SERPS. The Social 
Security Act 1986 modified the required GMP thereby enabling benefits gained from 
8 The 1995 Additional Voluntary Contributions Survey predicts that a large 
proportion of people may have been wrongly sold the more expensive FSA ves 
(Hunter 1995: 34). 
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an occupational scheme and benefits from an APP to be inferior to those obtained 
~hr~u~ SERPS (see below for discussion) (Ward 1990, Goode 1993). Consequently 
mdIvIduals W?o have opted :or non-state schemes could find themselves financially 
worse off dunng future pensIOnable years tha",those who chose to remain in SERPS. 
Occupational pensions 
Occupational pension schemes are run by some employers and usually involve 
contributions both from the employer and the employee (although some are non-
contributory for employees). Until 1988 employers could make scheme membership 
a requirement of the job. Since this date membership to occupational pension schemes 
has been legislatively required to be optional (Reardon 1994). 
Until 1978 women had no automatic right to join an occupational scheme 
(Giussani 1994) but an 'equal access' clause in the Social Security Act 1975 provided 
women with equality of access to occupational pension schemes from 1978 (Honey ball 
1991: 22). The clause required scheme membership to be 'open to men and women 
on terms, which are the same as to age and length of service and as to whether 
membership is voluntary or obligatory' (Groves 1991: 50). An occupational scheme 
is required to conform to this equal access requirement if it is to be allowed to 
contract-out of SERPS. The provision of 'equal access' does not eradiate women's 
disadvantaged access to occupational pensions due to differences in labour force 
participation (discussed in Chapter Four). The Equal Pay Act was slightly amended 
so that it can be used to enforce pension equality (but only to the extent of the equal 
access requirement). 
Appropriate Personal Pensions (APPs) 
One of the major developments in retirement pension provision arising from 
the Social Security Act 1986 was the new second-tier provision in the form of the 
approved personal pension (APP) (Harris and Burr 1991). Under the generic terms 
of Personal Pension Plans (PPPs) are APPs and PPs. As stated earlier, APPs should 
not be confused with ordinary PPs which cannot replace SERPS and are merely saving 
plans for retirement. Although an employee cannot have more than one APP at any 
one time they can have as many PPs as they like (Ward 1990). In order to be 
'approved' a PPP must have specified 'protected rights,9 and must incorporate a 
widow(er)'s pension (Reardon 1994). The APP can be chosen either as an alternative 
to SERPS or to an occupational pension scheme. The member makes 'defined 
contributions' and APP payments are used to purchase a pension available at 60 for 
women and 65 for men. This type of pension is called a 'money purchase scheme' as 
members contributions are used to purchase an annuity upon retirement (Braithewaite 
1991: 9). 
9 Protected rights mean that the minimum contribution must be spent only on a 
pension payable at state pension age, with a spouse's pension payable at half the 
member's own. If there is no spouse it can be paid to another dependent. (Reardon 
1994, Ward 1990). 
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Contracting Out 
The 1?75 Social .Securit~ Act ruled that occupational schemes could only 
contract-out If they provIded defmed benefits (Ward 1990). These related not only 
to the level of GMP but also to the preservation and revaluation of the GMP, and the 
benefits for a surviving spouse (Goode 1993: 103). Being based on a percentage of 
final salary only, salary related schemes could provide such guarantees. These were 
known as Contracted-out Salary Related Schemes (COSRS). Money purchase 
schemes could not contract-out as they cannot provide a guaranteed eventual pension 
as the amount of pension is based on the investment returned on a member's 
contributions (Goode 1993). 
The government claimed that these rules were discouraging employers from 
contracting-out, so under the terms of the Social Security Act 1986, ruled that defined 
contribution schemes could contract-out (Ward 1990). Since 1988 it has therefore 
been possible to contract-out on a money purchase basis. In order to qualify, 
employers undertake to pay contributions equal to the contracted-out rebate into a 
contracted-out money purchase schemes (COMPS). Although the government has 
dictated the pattern of benefits that COMPS must provide it has not decreed on the 
size of these benefits (Ward 1990). The rules are called 'protected rights' and when 
taken the pension must increase by either 3% or the rise in annual prices (whichever 
is the smaller), and it must provide a survivor's pension of 50% of its value (Reardon 
1994). There is no guarantee that the product of these protected rights within a 
COMP will provide equivalent benefits to SERPS (Ward 1990). This is likely to 
affect a large proportion of people as out of the 30,000 COSRS and COMPS which 
have contracted-out of SERPS, 16,500 are COMPS (Goode 1993: 104). 
In order to contract-out occupational schemes must be approved by the 
Occupational Pensions Board (OPB). The effect of being contracted-out is that 
employees and their employers pay NI contributions at a lower rate and so do not 
build up entitlement to SERPS. Occupational schemes are, however, not required to 
contract out. If they do not, the employer and the employee pay the full NI rate and 
on retirement the employee receives a state basic pension, SERPS as well as an 
occupational pension (see figure 3.1). About one and a half million of the six and a 
half million members of private sector schemes are in schemes which are not 
contracted-out (Goode 1993: 107). 
Tax incentives 
Non-state pensions which are contracted-out gain substantial tax privileges, 
as do the members and employers who contribute to them (Reardon 1994). Although 
the benefits from such pensions are taxable upon receipt by the member, a lump sum 
may be received which is tax free. The Secretary of State will make an extra 
contribution to any newly contracted-out occupational pension scheme which amounts 
to 2% of earnings for each week until 5th April 1993. This was introduced to 
encourage occupational schemes to contract out. An APP can be chosen either as ~n 
alternative to SERPS or to an occupational pension scheme and employees already III 
SERPS who opted for an APP by 5th April 1989 were entitled to a government bonus 
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equal to 2% of earnings up to the NI maximum level (Reardon 1994). 
In excess o~ £9bn of taxpayers money was used by the British government in 
1992-3 for tax relIefs on non-state pensions (Sinfield 1993: 39). This was to the 
advantage of wealthier employees, and of little or no advantage of the lower paid and 
the poor. Women's lower labour force participation and location in often part-time, 
lower status and low paid jobs provides them with less access to occupational benefits 
and accompanying tax advantages. Tax incentives cost the tax payer almost £2bn 
more in 1992-3 than total means-tested benefits for older people (Sinfield 1993: 39). 
Cuts in the basic state pension and transferals of money though tax incentives to the 
wealthier means that women lose out because they are more likely to be relying solely 
on the basic state pension and means-tested benefits during pensionable years. 
Problems with Non-State Pensions 
The problems with AP Ps 
Women have been a major target for APPs, however APPs are far from 
unproblematic (Davies and Ward 1992). Legally, women's annuities from APPs can 
be lower than men's because, statistically, women live longer than men. Under the 
tenns of the Sex Discrimination Act (1975) companies offering occupational pensions 
may lawfully confer on women lower pensions than men even though they have paid 
the same contributions (Equal Opportunities Commission 1992a). 
A major issue for women contemplating contributing to an APP is that only 
those in paid employment can pay annual premiums (Davies and Ward 1992). While 
a women can contract to pay by means of variable annual premiums, as a proportion 
of her annual earnings, she will forego any years when she is not in the labour force. 
If she is in part-time employment she will have lower earnings (from which there is 
a maximum that can legally be contributed) from which to make contributions. The 
costs are also high in tenns of contributions. Although APPs offer some flexibility, 
high levels of contributions need to be paid in order to obtain a reasonable income 
during future pensionable years (Trembath 1994: 5). 
There is no guarantee that the payments from an APP will be better than those 
obtained from SERPS. The most recent figures from the Department of Social 
Security reveal that individuals on incomes of £10,000 per year or less may be better 
off with SERPS than with an APP (Department of Social Security 1994a). As women 
are amongst the lowest paid it is likely that women who have transferred from SERPS 
to APPs will be hit the hardest. 
The other major drawback of APPs is that there are no guaranteed benefits at 
retirement age, as benefits are subject to interest rate variations and they rarely include 
employer contributions, so benefits upon retirement are entirely based upon the 
contributions made by the individual. Davies and Ward (1992) found that for at least 
a quarter of a million people who had opted for an APP, it was not financially in their 
best interests. More recent figures show that as many as 2.4 million low earners could 
financially lose out because they were persuaded by financial advisers to lea\'e SERPS 
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in favour of ~n APP (~urman 1994: 1). As women are amongst the lowest earners, 
women are dIsproportIOnately affected this scandal. 
Portability and flexibility have been the big selling points for APPs but the 
flexibility. of an .APP will often not override the benefits of an occupational pension. 
Women, III partIcular, are seen as needing flexibility in a pension scheme provision 
and APPs have helped to provide pension opportunities for women in part-time 
employment: The 'women's market' has become a buzzword in the pensions industry 
as PPP prOVIders have attempted to pursue the female population (Spicer 1992: 27). 
However, APPs fit women's employed lives least well (Davies and Ward 1992). It 
has been assumed that APP contributions can be suspended for a few years in order 
to raise a family (Giussani 1994: 7), but APP contributions must often be paid for one 
or two years before contributions can be missed. Although a significant proportion 
of providers allow clients to reinstate their policies in order to do this, they must pay 
all the missed contributions (Spicer 1992: 27). Therefore although APPs may be 
flexible, time limits, contribution limits and additional charges may make them 
inflexible. As Shufflebottom states "If you want the flexibility, you have to pay for 
it" (in Spicer 1992: 30). 
Early Leavers and Transfer Rights 
The position of the early leaver was greatly strengthened by the 1973 Social 
Security Act who, until then, had no rights to any benefits if they left an occupational 
pension scheme before normal retirement age. The 1973 Act allowed the member to 
retain accrued benefits and be given a deferred pension on the same calculation as if 
at retirement age. It is now rare for employees to remain with one employer for their 
whole working lives (Bone et al 1992). Under the 1986 Act the position of an 
employee who has several job changes is improved because 'preservation rules' apply 
and because occupational schemes are obliged to provide limited inflation proofing of 
deferred pension benefits. After 1973 only employees over the age of 26 who had 
worked for the same employer for five years had the right to preserved (frozen) 
pension rights. In 1986 this rule was changed and employees under the age of 26 
were also given the same rights. 
The Social Security Act 1986 gave the early leaver the option of transferring 
to the occupational scheme of a new employer (if offered) or to purchase an APP. 
Since 1986 schemes are required to revalue preserved benefits in line with inflation 
up to a statutory limit. The Social Security Act 1990 required that preserved pensions 
of members leaving schemes after 1st January 1991 should receive limited price 
indexation on their entire preserved pension, not just the part accrued after 1985. This 
can have a positive effect on women who change jobs frequently and may wish to 
transfer pension rights without loss of benefits. An employee can expect, however, 
to suffer some loss of pension. This is because, for transferred pensions, the eventual 
calculation of that part of the pension will be based on salary at the time of transfer 
and not on the final salary at the time of retirement. 
Although the changes have provided transfer rights, these are only available 
to people moving from one job to another, and it is not always possible to transfer 
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between schemes. People who take career breaks, many of whom are WOmen will 
not be eligible for ~uch protection. Moreover, although the law has required that 
schemes from whIch employees are out-going must make available transfer 
arrangements, employers to. which the employee is in-coming need not accept the 
transfer. Women who cash-m their contributions (often to pay for equipment for the 
home, see Chapter Ten), lose out on all their employer's contributions. 
The Goode Report 
The 'Maxwell scandal', which broke in November 1991, involved the fraud of 
millions of pounds of pensioner's assets. This induced the British government to set 
up the Goode Committee in 1992, to review the law and regulation of occupational 
pensiolls schemes. Its remit was:-
'To review the framework of law and representation within which 
occupational pension schemes operate, taking into account the rights 
and interests of scheme members, pensioners and employers, to 
consider in particular the status and ownership of occupational scheme 
funds and the accountability and roles of trustees, fund managers, 
auditors and pension schemes advisers; and to make recommendations' 
(Goode 1993: iii). 
The final report made 218 recommendations of which only 10% were rejected outright 
by the government, the rest were accepted in part or in principle (Department of 
Social Security 1994). The government's White Paper 'Security, Equality, Choice: The 
Future of Pensions' (Department of Social Security 1994) provides a framework of six 
lines of defence for occupational pension scheme members. These include the 
member's right to information and the provision of a regulator to take action against 
unsatisfactory schemes (Morgan 1994: 38). However, the White Paper contains little 
to hearten women. The decline in the level of state pensions will hit women hardest 
and the upward equalisation of state pension ages (discussed in a subsequent section) 
will result in women losing out. The White Paper has also made it no easier for 
divorced women to claim a proportion of their husband's pension fund (Guthrie 1994: 
40). However, the government lost the vote on pension rights in divorce cases during 
a reading of the Pensions Bill in the House of Lords on 21st March 1995. An 
amendment to the bill, opposed by the government, was passed, empowering divorce 
courts to order that pension schemes be split and payments be made to a former wife 
on her ex-husband's retirement (Prosser 1995). Although this may be a step closer 
to pensions justice for women, it has many problems. It is far from a clean break 
settlement and will leave women at the mercy of their former husbands posting 
cheques. This will continue to leave many divorced women in poverty in older age 
(Hunter 1995). The House of Commons is to consider this issue and the Pensions Bill 
itself is not expected until later in 1995. 
The European Court 
The British pension system is now subject to European law, where directives have 
been made about equalising pay and also pension ages. Community law on pensions 
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has evolved in a somewhat piecemeal fashion consisting of Treaty provisions, 
regulations, directives, and interpretations of all these by the European Court of Justice 
(Goode 1993: 3.2.38). 
Article 119 
Article 119 of the Treaty of Rome states that all member states shall secure the 
principle of equal pay for equal work. This article has been declared by the European 
Court 'directly applicable'. Therefore complaints about discrimination in pay can be 
made either under the Equal Pay Act or under Article 119. However, the Act is 
narrower than Article 119 as it excludes the protection of pensions. Although Article 
119 does not exclude pensions from its operation it does not expressly include them 
either. Indeed the main problem with the Article was its vagueness. 
The Barber Ruling 
In 1990, in what is now referred to as the Barber ruling, the European Court 
concluded that for the purpose of Article 119, any remuneration the employee receives 
from their employer is within the equal pay provisions, and that occupational pensions 
are to be regarded for the purposes of Article 119 as deferred pay. Two conditions 
must be satisfied to bring pension entitlement in line with Article 119. The right to 
the pension must be contractual and not statutory, and the employer must contribute 
to it. Both contracted-out and non contracted-out schemes satisfy these criteria. As 
a consequence, men and women in receipt of occupational pensions must be equally 
treated and following the Barber ruling women and men may not be treated differently 
in terms of retirement ages in non-state schemes (Reardon 1994). 
This decision has far reaching repercussions. The European Court was aware 
of this when it limited the effect of the decision in order to prevent retrospective 
claims. Therefore equal pension treatment for men and women is required for 
employee's service from 17th May 1990, the date of the judgment, except in the case 
of workers who had initiated legal proceedings before that date. A survey undertaking 
by the National Association of Pension Funds (NAPF) reveals that the majority of 
employers are equalising pension ages for men and women at 65, however 80% of 
the employers are providing women with the option to retire at 60 without any 
pension reduction (Pensions Management April 1992: 8). Women may find 
themselves worse off as a result of the Barber ruling, for example the women 
employed by Avde1 Systems will take a 4% reduction in pension if they retire at 60. 
The European Court ruled on this that in respect of periods of service after the 
implementation of equal pension rights, employers may raise the retirement age of 
women to that of men, thereby worsening their pension position (Atherton 1994a: 19). 
Lorraine Fletcher the EOC advisor on pensions states that 
"Our own research shows that pensions systems don't deliver adequate 
pensions for women. Equalising upwards without consultation or 
protection appears to be adding insult to injury" (Pensions Management 
April 1992: 8) 
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Barber, the Coloroll Judgement and the Social Security Act 1989 
Article 119 and the 1975 Directive were concerned specifically with equal 
treatment in relation to pay. A more general requirement of equal treatment in 
employment in relation to occupational pension schemes was introduced in the 1986 
Directive (Directive 86/378/EEC). The Social Security Act 1989 directed that 
schemes which are not open to part-timers may be challenged on the grounds that this 
constitutes unequal treatment. This was due to be operational from 1st January 1993 
but implementation was delayed pending the resolution of the Coloroll Pension 
Trustees Ltd v Russel, Mangham and Others. 
As a result of the ruling of the European Court of Justice in September 1994 
(the Coloroll judgement), part-timers now have the same right to join their pension 
scheme as full-timers. Furthermore they are entitled to backdate membership to the 
date when they should have been able to join. However part-timers will have to 
make up the arrears of contributions if the scheme requires members to contribute and 
few part-timers will be able to afford retrospective contributions (Atherton 1994a: 19). 
Employers will also have to make employer contributions for this period. Employers 
may be able to justify their exclusion from the ruling on "objective grounds not related 
to sex" and arguments might include the administrative burden induced by the high 
turn over rates of part-timers (Atherton 1994a: 19). Indeed, if the exclusion is shown 
to embrace both men and women the ruling will have no effect (Reardon 1994). It 
is likely, however, that the bill for British companies for retrospective benefits for 
part-timers will be between £7bn and £10bn for all UK occupational schemes 
(Atherton 1994a: 19). 
Pension rights during maternity leave 
Prior to an EC Directive women who took statutory entitlement to maternity 
leave had their continuity of employment safeguarded for pension purposes, but the 
time out of employment did not count towards pension entitlement. The EC Directive 
86/378 charges that paid maternity leave should be treated as pensionable service. 
Although the 1989 Social Security Act implemented this directive, primarily under 
Schedule Five of the Act, the government deferred Schedule Five pending decisions 
on occupational pension cases before the European Court, even though this was not 
one of the matters to come before the court (Trembath 1994a: 3). Therefore women 
who want to contest the nullification of pensionable service during statutory maternity 
leave have to rely on the Directive. However no industrial tribunal cases are pending 
on this issue (Trembath 1994a: 3). Although this provision gives some assistance to 
women, it only applies to the limited period permitted for maternity leave, and does 
not apply to women whose period out of the labour market due to childrearing 
responsibilities extend beyond statutory maternity leave. 
Equality in State Pension Age 
The difference in the retirement ages between men and women lies at the root of 
many of the problems relating to women and pensions, since most schemes adopt the 
state pension ages. The Sex Discrimination Act (1986) made it unlawful for 
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employers to require women employees to retire at an earlier age than their male 
colleagues (Reardon 1994). This has led men to see some injustice in unequal pension 
ages: as ,:ome? who qualify for a state pension can choose to receive it at 60 yet still 
contInue In paId work (Equal Opportunities Commission 1992a: 1.7). Men, on the 
other hand, cannot claim any state pension to which they may be entitled until they 
~re 65. The requirement of equal non-state pension treatment as a result of the ruling 
In the Barber case made equalisation of state pension ages even more pressing. 
In December 1991 the British government released its discussion document on 
equalising state pension ages (Department of Social Security 1991). The document 
invited comments on two main options in respect of equalising pension ages for men 
and women, the common pension age and the flexible pension age. It asked:-
"is a common pension age approach to be preferred, and, if so, which 
age should be adopted and over what period should the change be 
im plemented? 
or 
if a flexible pension age is preferred, which model should be adopted 
as the basis for preparing a detailed scheme?" (Department of Social 
Security 1991: 1.2). 
The government received more than 3,700 responses (Pensions Management Sept 
1992: 8). The pension industry seemed to favour a flexible decade of retirement 
(Pensions Management Feb 1992: 3). The Social Security Advisory Committee (1992) 
supported equalisation at 65. The Equal Opportunities Commission (1992a) and the 
Trades Union Congress (ruC) (1992) favoured equalisation at 60. The cost of 
equalisation at 60 was estimated as approximately £3.5bn per annum, the common age 
of 63 would provide a long term saving to the exchequer of around £500m per 
annum, 9), and a common age of 65 would save £3bn per annum (Ellis 1992: 16). 
The economic advantage to the exchequer meant that the government's statement on 
2nd December 1993 declared that the new state pension age of 65 for women will be 
phased in starting in 2010 (Reardon 1994). This decision will cost women dear. 
Equalisation at 65 will be detrimental to women. For men it will mean no 
change but for women it will mean that they have five more years to wait before they 
can draw their own state pensions. In addition, they will have to wait until they are 
65 to be paid the married women's allowance, even if their husband receives his at 65. 
Given that, on average, women are younger than their husbands they will have to wait 
several years to receive the married women's allowance. Moreover, since most 
women are younger than their husbands, equalisation at 65 means that many couples 
will have to exist on a single pension until the wife also reaches 65. This was one of 
the reasons for lowering women's state pension age to 60 in 1940 (Thane 1978). 
For half of men aged 60-64 retirement effectively occurs before 65 meaning 
that equalisation at 65 does not fit the reality of their lives (Equal Opportunities 
Commission 1992a: 6.1). Only 7.5% of women aged over 60 are economically active 
and this is expected to fall in the future (Central Statistical office 1992a). Raising 
their pension age, with the resulting 44 years minimum contribution condition for 
women. for a full bas~c state pension, simply means they must carryon working for 
longer In order to achIeve the same results as they would have achieved when retiring 
at age 60, or else settle for an inadequate pension (Equal Opportunities Commission 
1992a). But even if women wish to work age discrimination in employment may 
prevent them from doing so. The suggestion that the extra five years will give women 
more time to make up deficient contribution records is refuted as women employed 
over the age of 60 are often in part-time jobs on very low wages and will not be able 
to accrue five years full contributions (TUC 1992: 14). 
As a result the common age of 65 is 'the worst option for all women and for 
most men' (Equal Opportunities Commission 1992a: 10.12). The reduction of 
women's pension age to 60 in 1940 is 'one of the few historical examples of legislative 
discrimination in favour of women' (Thane 1978: 236). Women are already 
disadvantaged in relation to men in terms of pension provision and equalisation at 65 
is likely to cause an additional five years of poverty and financial dependence of 
married women on their husbands. 
Conclusion 
The present government's attitude to pension provision emphasises self reliance, with 
the justification that this provides employees with greater freedom and choice. 
However, for women who take time out of the labour force, both the NI pension 
arrangements and conditions for occupational pension provision mean that many 
women are gaining derived pension rights in respect of husband's contributions, rather 
in their own right. The history of pension provision has been premised on the 
traditional domestic division of labour in marriage, with men generating deferred 
earnings from their family wage for later years. 
The state scheme also fails women. For a woman to be entitled to a full 
independent state retirement pension she currently needs to have contributed or been 
credited for a total of 39 years, and 44 years in future. This may be difficult for some 
women. Women with children are at their economically most vulnerable when 
bringing them up, and with the revocation of the 'best twenty years' formula women's 
state pension situation in respect of SERPS is likely to get even worse. This will be 
in conjunction with the depreciation of the basic state pension. 
Employed women can find themselves at a considerable disadvantage with both 
occupational schemes and SERPS, since they rely on an individual maintaining a 
consistent record of employment contributions. Therefore many women have chosen 
the more expensive, yet less financially beneficial, APPs which also have many 
drawbacks. There has been much emphasis on occupational schemes and APPs, 
however for many, for example the low paid and those over the age of 40, the 
financial rewards from SERPS may be greater than those from non-state schemes. 
The government's commitment to the equalisation of state pension age is 
welcomed by many, however, equalisation upwards to 65 has been a terrible financial 
blow to women. Employers retracting the rights of women to retire at 60 has 
disadvantaged women still further. Current actuarial calculations which give women 
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lower pension benefits based on the same contributions as men also counter financial 
security for women in later years who receive lower benefits purely because 
statistically they live longer. Therefore, although British government and European 
Court rulings have made some moves towards making women's pension situation 
better, many of the changes in the law have actually been to the detriment of women. 
Consequently, the prospect for women's financial security in later life looks even more 
gloomy. 
Career breaks and part-time employment can have serious consequences for 
women's eligibility for non-state pensions. Neither occupational pensions nor APPs 
are protected by Home Responsibilities Protection. Membership criteria for 
occupational schemes also effectively exclude many women from membership. The 
exclusion of part-timers is no longer legal, but up until the changes in 1994 those who 
lost out were mostly women. Although recent European court rulings have directed 
that part-timers have the same right to a pension scheme as full-timers, the sting in 
the tail that part-timers will have to pay retrospective contributions is likely to deter 
many part-timers from claiming their rights. In addition, pension benefits from part-
time employment are likely to be low. 
The provision of a legal requirement for 'equal access' to occupational pensions 
does not eradicate women's unequal access to pension schemes. As noted in the 
previous chapter, women are often subjected to indirect discrimination due to their 
location in single sex employment where these legal provisions have little effect. The 
concept of equal access does nothing to guard against other inequalities relating to 
pension payments. In essence it only makes illegal any discrimination in rules relating 
to entry into a scheme, it does not cover the types and amounts of benefits a women 
must be offered and therefore discrimination in benefits accrued is not illegal. 
For the majority of women the best way of reducing the likelihood of being 
in poverty in older age is to increase the level of the basic state pension (Davies and 
Ward 1992). So with all its failings it is paradoxical that the state pension system, 
designed originally to provide a retirement income for men, has become the most 
significant source of income for women in later life. In the next chapter I will 
examine how women's pension membership is impaired by their disadvantaged 
position in the labour market. 
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Chapter Four 
The Pension Consequences of Women's Employment 
Introduction 
Pensions policies. in Britain are based on a model of full-time, permanent 
employment, spannmg the years of departure from full-time education to entrance into 
full-time retirement. As we saw in the previous chapter, benefits from both state and 
non-state pensions are based on years of contributions, and, in addition, all second-
tier pensions are based on earnings levels. This standard model is constructed on the 
employment patterns of men. Women's lifetime employment patterns are characterised 
by periods in and out of the labour force and a discontinuous combination of full-time 
and part-time employment in both temporary and permanent jobs. State and non-state 
pension schemes are based on men's standard model leaving women disadvantaged, 
possessing often no independent pension or often, at best, an inadequate pension in 
later life. 
The changes in pension law, enforced in 1988 (see Chapter Three), have 
resulted in increasing media proclamations from APP sellers about the need for a 
pension and a deluge of books about the new pension 'choices' available (eg 
Braithewaite 1991, Harris and Burr 1991). There is also an increasing literature on 
the gendered divisions in pension welfare (eg Ginn and Arber 1993, Groves 1991, 
1993). In this chapter I examine the pension consequences of women's disadvantaged 
position in the labour market in light of the changes in pension provision in the UK. 
This basic information is needed to underpin the more detailed analysis of the 
quantitative data (and the qualitative data) in my own research. Though the major 
focus is on employees, there will also be an examination in this chapter of self 
employment and pensions. 
Differences in Non-State Pension Membership 
It has been argued that the changes in pension provision in recent years has been 
motivated by the need to take account of employee mobility and sexual equality, 
whilst at the same time holding costs under control (Casey 1993). However, 
paradoxically they are resulting in women experiencing an increasingly disadvantaged 
pension position in relation to men. Most recent figures show that women have less 
pension membership than men (Thomas et al 1994, Government Actuary 1994). 
About 48% of the total labour force have occupational pension scheme membership 
accounting for 10.7 million employees,.but the majority (64%) are men (Government 
Actuary 1994:2.1). This has represented a fall in membership for men from the 1987 
figure of 60% of all male employees to 57% in 1991. Although the figure for 
women during the same period has increased slightly from 35% to 37% (Government 
Actuary 1994: Table 2.1) the current figures still show that only a small proportion 
of women have occupational pension scheme membership. There has been an increase 
in the number of employees since 1987 and women account for almost all this 0.9 
million increase, and as women generally have less occupational pension membership 
than men there has been a fall in the proportion of the total workforce with 
occupational pensions (from 49% to 48%) (Government Actuary 199.t:table 2.1). 
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In terms of PPP membership, nearly 5 million employees contributed to a PPP 
in 1991 (Government Actuary 1994:2.4). Figures from the General Household Survey 
(GHS) 1992 reveal that 27% of employed men, 21 % of full-time women and 12% 
of women part-timers belonged to a PPP (Thomas et al 1994Y. Women are therefore 
less likely than men to have any form of non-state pension. As occupational pensions 
are generally the financially superior of the two broad types of non-state pension 
available in replacement of SERPS, it is women's disadvantage in occupational 
pension scheme membership which affects their financial welfare during retirement 
most directly. 
Self-employed people do not have access to occupational pension schemes and 
so have to rely on the basic state pension (if their earnings make them eligible for 
contributions) andlor PPP membership. The effectiveness of PPP provision hinges on 
levels of contributions and as many self-employed people are low earners (the 
majority of whom are women), PPPs may not result in a sufficient income in later life. 
Moreover, women may be self-employed on a part-time basis where earnings might 
simply be insufficient to sustain high contribution rates. The 1992 GHS showed that 
65% of male self-employed full-timers had a PPP compared with only 42% of 
women. For part-timers, 41 % of men and 29% of women had a PPP (Thomas et al 
1994:table 6.12). Women make up the vast majority of part-timers in self-
employment and therefore these differences in membership affect women 
disproportionatel y. 
A Full Life-time's Earnings and a Full Life-time's Participation 
Benefits from both state and non-state pensions are based on years of contributions 
and, in the case of second-tier pensions, on earnings levels as well. To gain benefits 
from the state pension system an individual must have paid national insurance 
contributions for nine tenths of their employment life (see Chapter Three). The 
achievement of this is generally less burdensome to men than women. The Women 
and Employment Survey (WES) estimated that for women born between 1956 and 
1960, only 28 years of the potential 44 years of working lifetime will be spent in paid 
employment (Martin and Roberts 1984). This is below the current required 39 years 
of contributions for a full basic pension, and well below the 44 years of contributions 
required in the future2. 
Although contributions to the state schemes are protected by HRP, this is 
dependent on a woman either being non-employed or earning below the LEL. As 
household income (be it in lone-parent or two-parent families) is often restricted or 
insecure a woman's income is often essential for family well-being. In this case HRP , . 
criteria remain unfulfilled if women need to remain in employment during potentlal 
HRP credited years and earn above the LEL limit. Benefits from non-state pensions, 
1 The figures for PPP membership do not differentiate between APPs and PPs. 
2 The increased figure results from the future increase in women's state pension 
age from 60 to 65, to be phased in from 2010 (see Chapter Three for details). 
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either occupational schemes or PPPs, are also dependent upon years of contributions 
and often final salary. As shown in the Chapter Two, women's life COurse i~ 
characterised ~y breaks in employment and confinement in low paid insecure jobs 
where occupatIOnal schemes are either difficult to find or difficult to afford. Low 
benefits from non-state pensions may simply result in a 'pension trap'. 
The 'pensions trap I 
The interaction between pensions and mean-tested benefits may result in many 
pensioners receiving little or no benefits from their non-state pensions (Walker et al 
1989). On reaching retirement small pensions may do little more than 'prevent a 
person receiving income support' (Walker et al 1989: 576). It is employees who are 
low-paid or have interrupted careers, the majority of whom are women, who are the 
worst affected by the 'pensions trap'. Therefore, many women who are foregoing 
current earnings in order to make contributions to non-state pensions may find that 
their expectations of a wealthier retirement are not accomplished, and their non-state 
pension simply means they are ineligible for means-tested benefits. Walker et al 
therefore argue that they might be 'advised to live for today and let tomorrow _ 
retirement - look after itself (1989: 588). 
Domestic Responsibilities 
The impact of childbearing and childrearing on the discontinuity in women's 
employment is central to women's pension membership. These years are often lost in 
terms of pension contribution years. Having children also affects household income, 
putting households with young children at a considerable financial disadvantage both 
in absolute tenns and in comparison with other types of household (Brannen and Moss 
1988:12). Only a small minority of women remain continuously in the labour force 
during childbearing and childrearing years and even fewer go back to their previous 
full-time job. Most women do not return to paid work permanently until their 
youngest child is at school, and this is often only part-time (Brannen and Moss 1988). 
It is women's involvement in the welfare of the household which disrupts their labour 
force participation, reducing their likelihood of staying in one job for a long period 
of time, and curtailing the time in which they can build up pensionable years. 
Domestic responsibilities also mean that women are more likely than men to 
be involved in part-time employment and this raises difficulties for women's pension 
security. Female part-timers are often in the most lowly-paid and lowly-rated jobs. 
Thus an increase in part-time employment may not greatly reduce the degree of 
insecurity experienced by older workers. Consequently, part-time employment not 
only reduces current earnings but also deferred earnings such as pensions, and 
earnings replacements such as sick pay (Lonsdale 1992). It is in access to 
occupational pension schemes that part-time women employees suffer most. In excess 
of 50% of all employed women aged 30-59 are employed for fewer than 30 hours 
per week (Buswell 1987: 80), and this is at the age when women are likely to be 
trying to build up their pension contributions. Less than a tcnth of female part-timcs 
interviewed in the WES belonged to an occupational pension scheme (Martin and 
Roberts 198~: 49). This figure remained the same in 1987 and, according to GHS 
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figures rose to 16% in 1991 (Government Actuary 1994:2.16). The GHS 1992 reveals 
that while 54% of women working full-time had an occupational pension only 19% 
of women in part-time jobs had membership (Thomas et al 1994:6.2). Although this 
shows that there has been some increase in the occupational pension scheme 
membership of women part-timers since the 1988 changes, still only a minority of 
part-timers have scheme membership and membership ineligibility is one of the major 
reasons for their membership. disadvantage. As shown in the previous chapter, recent 
changes have meant that the exclusion of part-timers from membership is now illegal. 
However, even with increased eligibility, low earnings prohibit contributions. Where 
contributions can be afforded, the reSUlting pension benefits may be greatly reduced, 
not only because of pro rata contributions but also because depressed pay provides low 
benefits in final salary schemes. 
Membership Criteria 
Nearly all occupational pension schemes impose eligibility criteria and these mainly 
cover length of time in job, and, up until the recent changes, minimum weekly hours 
in employment. 
Part-time employment 
An Equal Opportunities Commission study published in 1984 revealed that in 
62% of schemes part-timers were entirely excluded, and in a further 15% stated that 
a minimum number of hours had to be filled to gain eligibility to the scheme 
(McGoldrick 1984:v). Employers interviewed by Beechey and Perkins excused such 
exclusionary practices on grounds of the expense of employer contributions of 
including part-timers in their schemes (Beechey and Perkins 1987:154). The recent 
report by the Government Actuary revealed that membership eligibility for part-time 
employees and full-time employees differs between sector of employment 
(Government Actuary 1994). In 1991 all public sector schemes allowed some part-
timers to join whereas 16% of private sectors scheme said all part-timers were 
ineligible for membership. However, 42% of private sector schemes said they 
allowed all part-timers to join whereas this was only true of 20% of public sector 
schemes (Government Actuary 1994:table 5.8). 
Recent changes in the law as a result of a European Directive (see Chapter 
Three) may remedy some of the disadvantages experienced by part-timers. With it 
now being unlawful for part-timers to be excluded from schemes, many current part-
time employees may benefit from the option of occupational pension scheme 
membership. However, these changes will only have limited effects. Only part-
timers who are in employment where full-timers are offered a scheme will be able to 
demand retrospective and current membership rights. Part-time employment is 
associated with unskilled jobs in the personal services and in small establishments 
where occupational pensions are least likely to be offered. (Government Actuary 
1994:2.14). Figures from the 1992 GHS reveal that 29% of all women work for an 
employer who does not offer a scheme compared with 22% of men (Thomas et al 
1994:table 6.4), and it is female part-timers who are disproportionately disadvantaged 
in this way. Of women in part-time jobs, 39% work for an employer who does not 
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offer a scheme compared with only 21% of women in full-time jobs (Thomas 
1994:table 6.2). Furt.hermore the ruling has created many uncertainties (Cunliffe 
1995) and the questIon of ~art-timers entitlements are 'unusually complicated 
[and] ... may not be answered wIthout the court's advice and help' (Shaw and Docking 
1995: 43). 
Other changes are also facilitating the provision of occupational pensions to 
part-timers. Davies and Ward predict that coverage of part-timers will increase 
because large companies, for example Tesco, provide a group COMP scheme for part-
timers while reserving a final earnings scheme for full-timers (Davies and Ward 
1992:21). These group COMPs are a form of defined contribution scheme but 
employees contribute to a plan designated by the employer, to which the employer 
also contributes (Casey 1993: 3). Although part-timers are being provided with an 
occupational pension scheme the benefits from such a scheme are less favourable than 
those available for full-timers as they are based on defined contributions rather than 
defined benefits. The benefits from such schemes are prey to the same problems as 
individual COMPs in that they may have a value less than that provided by SERPS. 
Eligibility period 
Women's domestic responsibilities often obstruct lengthy periods working for 
the same employer, particularly during childrearing years, and therefore criteria 
demanding a minimum length of service disadvantage a high proportion of women. 
In 1991 20% of employers imposed length of service as criteria for membership 
(Government Actuary 1994: Table 5.5). Employees in the public sector are much less 
likely to be denied membership on these grounds than those in the private sector. In 
1991 97% of public sector schemes had no eligibility period compared with 69% of 
private sector (Government Actuary 1994:table 5.5). Of those schemes in the private 
sector which imposed an eligibility period, 38% had an eligibility period of less than 
an year and 34% of over a year (Government Actuary 1994: Table 5.5). 
A higher proportion of male and female employees who have been in their jobs 
for longer periods have occupational pension membership (Arber and Ginn 1993, 
Thomas et al 1994). Figures from the GHS (Thomas et al 1994) show that in 1992 
only 27% of male full-timers who had been in their jobs for less than two years had 
an occupational pension scheme compared with 79% of those who had been in the 
same job for five years or more. The corresponding figures for women full-timers 
were 28% and 73% respectively. Women in part-time jobs for longer periods were 
also less disadvantaged in occupational pension scheme membership with 33% of 
those who had been in their jobs for five years or more having membership, compared 
with only 8% of who had been in their jobs for less than two years (Thomas et al 
1994:table 6.6). 
Early Leavers 
As discussed previously, the discontinuous nature of women's employment means they 
are more likely to leave their jobs earlier than men. Consequently disadvantages in 
occupational pension scheme membership suffered by early leavers disproportionately 
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affects women. By mid 1991 there were about 4.5 million preserved occupational 
pension rights of which about 36% were women (Government Actuary 1994:11.1). 
Only 25% of women with deferred rights have current scheme membership compared 
with 38% of men (Government Actuary 1994:11.1). So women are more likely than 
men to have to survive on benefits from only a deferred pension during retirement. 
The effects of this are far-ranging. Although providing women with only a limited 
occupational pension income the amount may be enough to prevent access to means-
tested benefits (Walker et al 1989). The viability of a continuous occupational 
pension contribution record were supposedly made easier under changes to 
requirements for transferability arrangements under the terms of the 1985 Social 
Security Act. Nonetheless, as shown in Chapter Three, the effect of these changes are 
limited because the transfer of pension rights need not be accepted by the incoming 
employer. In 1991 all public sector schemes said they were willing to accept transfers 
and only a minority of private schemes (about 5%) said they were unwilling 
(Government Actuary 1994:Table 11.4). However, this obscures important differences. 
Although all the public sector schemes added the previous pension service to the 
current service this was the case for only 57% of the private schemes that allowed 
transfers, the remainder offered only money purchase arrangements or a fixed pension 
on transferred contributions (Government Actuary 1994:table 11.4). 
Although APPs better cater for gaps in employment because they are fully 
portable and can be taken from one job to another without loss (Braithewaite 
1991:27), gaps in employment adversely affect APP provision. A woman who is not 
earning in a particular year cannot contribute to a APP (Davies and Ward 1992)3. 
APPs are generally financially inferior to occupational pensions due to the lack of 
employer contributions. However, if an employer does make contributions, these 
contributions will stop when the job ends and the APP member will either have to 
accept reduced benefits from the APP or increase their own contributions (Davies and 
Ward 1992: 32). APP members who forgo membership before a period of about two 
years will often lose all their contributions as these are lost in charges4 for the 
administration of the plan. Therefore although portability is a major selling point for 
APP providers, early leavers, the majority of whom are women, end up losing all their 
contributions in 'charges', or have reduced pension benefits. These 'benefits' may be 
enough to tip the balance away from means-tested benefits and may simply result in 
a 'pensions trap'. 
Women's Labour Market Position and Pension Welfare 
It is not only women's domestic responsibilities which affect their pension position via 
3 A short period of non-employment which falls within any on tax year is not 
affected by this, but a year without earnings means that no contributions to a PPP can 
be made (Davies and Ward 1992: 31). 
4 From January 1995, under new Disclosure Rules, APP providers will have to 
disclose the surrender value of the policy during each of the first five years, and every 
five years thereafter (Reardon 1994: 8.3.6) 
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their position in the labour market. Women without such responsibilities are also 
disadvantaged in the labour market and these disadvantages affect pension welfare. 
Occupational Stratification 
The categories of employment in which women are concentrated have 
implications for pension security. Women are generally under-represented in sections 
of the labour market that give good occupational pensions, being concentrated in retail 
trades and personal services where pensions are generally not available or attainable 
even for employees with continuous labour force participation (O'Rand and Henretta, 
1982:27-28). The GHS (1992) showed that socio-economic group affected 
occupational pension membership with a smaller proportion of men and women in 
manual occupations having occupational pension membership than those in non-
manual occupations. For example, 78% of intermediate non-manual male full-timers 
had an occupational pension compared with only 45% of full-time men in unskilled 
manual occupations. For women the corresponding figures were 74% and 37% 
(Thomas et al 1994: table 6.8). Although there was little difference in membership 
between men and women in occupations with higher socio-economic status, women 
in jobs at the other end of the scale were disadvantaged in greater proportion than 
their male counterparts. Female part-timers again fared the worst with only 32% in 
intermediate non-manual occupations having an occupational pension and only 10% 
in unskilled manual jobs (Thomas et al 1994: table 6.8). 
Earnings 
The lower rates of pay that women earn in relation to men influence their 
occupational pension scheme membership not only in levels of future benefits but also 
in terms of whether or not contributions can be afforded. Moreover women's access 
to occupational pension schemes is affected by their lower pay, since pension schemes 
are typically offered to employees with higher incomes. There is, therefore, a clear 
relationship between earnings and membership of occupational pensions schemes with 
the higher paid being more likely to have a scheme (Arber and Ginn 1993, Davies and 
Ward 1992). In 1992 only 35% of male full-timers and 26% of female full-timers 
earning between £100 and £150 per week had occupational pensions schemes, 
compared with 80% of men and 82% of women earning above £300 per week 
(Thomas et al 1994:table 6.5). As women are, on average, lower earners than men, 
they are less likely to have an occupational pension. Among women it is part-time 
employees and women from ethnic minority origin who are amongst the lowest paid 
and therefore these women are likely to be the most disadvantaged. If they have 
membership, the pension they get is likely to be less financially advantageous (Arber 
and Ginn 1993). 
Public and private sector employment 
As has already been noted, the public sector has generally been the best 
provider of occupational schemes (Government Actuary 1991, 1994, Ginn and Arber 
1993, Davies and Ward 1992). In the private sector only 39% of all employees were 
members in 1991 (48% of men and 27% of women) compared with 72% of 
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employees in the public sector (85% of men and 61% of women) (Government 
Actuary 1994:2.8). Therefore although women are less likely to be members in both 
sectors women have a much better chance of membership if they work in the public 
s~ctor \Arber a~d Ginn 1993, Government Actuary 1994). In 1991 only 14% of part-
tImers In the pnvate sector were members compared with 23% of part-timers in the 
public sector (Government Actuary 1994:table 2.6). As the current legislative changes 
regarding eligibility rights for part-timers affect only places that offer occupational 
pension scheme membership to full-timers, it is likely that part-timers in the public 
sector will benefit from these changes in greater proportion than private sector 
employees. 
Privatisation has affected membership of public sector schemes. Between 1983 
and 1987 about 350,000 occupational pension scheme members were transferred from 
the public to the private sector (Government Actuary 1991:3) and a further 250,000 
by 1991 (Government Actuary 1994: 2.2)5. In the public sector the number of women 
occupational scheme members declined from 2 million in 1987 to 1.9 miqion in 1991 
and for men from 2.8 million to 2.3 million (Government Actuary 1994:table 2.1). 
Therefore the advantages in occupational pension scheme membership associated with 
public sector employment are likely to benefit a decreasing proportion of all 
employees. 
Privatisation has not raised the proportion of scheme members in the private 
sector largely due to changes in employment. This is particularly apparent in the 
increase in the number of small businesses, the reduction of the numbers employed 
in the largest establishments, and the switch from manufacturing to service industries 
(Government Actuary 1991:4) 
Company and establishment size 
As noted in Chapter Two, women experience sex segregated employment. In 
addition, they are more likely than men to be employed by smaller companies and in 
smaller establishments (Martin and Roberts 1984). Larger establishments are 
associated with public sector employment (Government Actuary 1994) and therefore 
the occupational pension advantages associated with the public sector are also 
associated with larger establishments. 
The likelihood of being a member of an occupational pension scheme increases 
as the size of the establishment increases (Government Actuary 1994:2.12). Company 
and establishment size has an impact on occupational pension membership in at least 
two related ways. Firstly, company and establishment size impacts on whether or not 
an employer runs a scheme, the types of scheme offered, the criteria for membership, 
and the quality of final benefits available under the scheme. Secondly, the higher pay 
associated with larger companies and establishments (Masters 1969, Mellow 1982, 
5 The transfers in 1991 were mostly the result of the privatisation of British Steel, 
British Shipbuilders, and the privatisation of public utilities such as water and 
electricity (Government Actuary 1994: 2.2) 
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Brown and Medoff 1989, Villemez and Bridges 1988), positively affects the benefits 
upon pensionable age as well as the ability of employees to afford contributions. 
Gender segregation at work means that women are more likely to lose out from these 
differences as the size of the company and establishment affects the make up of the 
workforce (that is, in ratios of men to women, the preponderance of part-timers, 
shift-working practices and the number of temporary workers). 
In a study of employer's attitudes to pension provision Casey found that 
companies not offering occupational pension schemes were all small (1993: Diagram 
1), as the cost of provision was considered to be too high. These companies were also 
low paying so argued that their employees had no interest in pensions since they could 
not afford them. Defined benefit schemes are the best for employees, but the costs 
of provision are increasing (Casey 1993). Employers argued that defined contribution 
schemes overcame some of the problems and group PPPs constituted a new form of 
provision that was particularly attractive to smaller firms, since they do not involve 
the employer in scheme administration. Some companies had started providing 
pensions for the first time via a group scheme and a few firms had changed from 
offering defined benefit to offering group PPPs (Casey 1993). 
The size of establishment has been a much neglected area of study in the 
provision of pension schemes. However, in 1993 the PSI conducted an analysis of the 
1990 Workplace Industrial Relations Survey (WIRS) in order to identify factors which 
influence occupational pension provision (Casey 1994). The size of establishment was 
found to be important, but establishments with a high proportion of part-time and 
temporary workers were less likely to provide pensions. New establishments were less 
likely to provide pensions than those that had been established for a number of years. 
The GHS has included questions about size of workplace for some years and 
although researchers had examined occupational pension scheme membership in 
relation to all employees no differentiation was made between men and women. One 
of the aims of the research in this thesis was to address this issue but other analysis 
of the 1992 GHS (Thomas et a11994) differentiated between men and women in terms 
of occupational pension membership and establishment size. Only 34% of male full-
timers in the smallest establishments (employing been 1 and 2 employees) had an 
occupational pension in 1992 compared with 85% in the largest workplaces employing 
1000 or more. The corresponding figures for women in full-time jobs was 19% and 
78%. Women in part-time jobs were the least well-catered for in all sizes of 
establishment, however, a higher proportion of those in the largest establishments had 
a pension (44%) compared with only 5% of those in the smallest establishments. 
Conclusion 
The discussion has highlighted the pension consequences of women's 
employment. A work career that results in an adequate retirement pension is likely 
to have several important characteristics including steady work over many years, an 
occupation characterised by high socio-economic status and high pay and good fringe 
benefits (O'Rand and Henretta 1982: 26). Women are concentrated in occupations 
where little or no pension coverage is available. Women often work in smaller 
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companies where pensions are less likely to be offered (along with other fringe 
benefits such as sick pay and holiday pay) and this is often in recompense for the 
increased flexibility offered in smaller firms. Moreover, the concentration of women 
in part-time employment means that they have previously been ineligible for 
membership in firms where full-timers were offered a scheme. The lower pay that 
women earn often makes contributions impossible and even if contributions are made, 
then it is likely that the final pension will be greatly reduced because of their low final 
salary, and because of the likelihood of less years of contributions than men. 
Women's occupational lives therefore follow a discontinuous pattern, and the 
discontinuous nature of women's employed lives is significant in producing a 
disadvantaged retirement income (Phillipson 1990: 156). With the declining values 
of state pensions and the increasing emphasis on non-state provision, especially 
occupational pensions, women are likely to experience more disadvantage (Groves 
1991), unless they spend more years in full-time employment than is presently the 
case and cease "taking better care of their families than their pension rights" (Joshi 
and Owen 1989:174). The legislative changes designed to alleviate the problems 
faced by part-timers in relation to occupational pensions are unlikely to remove the 
problems altogether. Women employed in establishments offering no occupational 
pensions will not benefit from the ruling, and a significant proportion of part-timers 
work in such establishments. Furthermore, companies that have chosen to admit part-
timers to an occupational pension scheme often make available inferior schemes 
compared with those offered to full-timers. 
PPPs are unlikely to alleviate the problems that women face in securing an 
adequate independent retirement income. Although fully portable they are still 
affected by periods spent out of the labour market. Furthermore the benefits accrued 
from such schemes are unlikely to be great as employers seldom contribute to such 
schemes. 
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Chapter Five 
Methodology 
Research Aims 
Legislative changes in the 1980s and 1990s have meant that non-state pensions are 
becoming increasingly important in pension provision in Britain. This research aims 
to examine women's future financial independence through non-state pension 
(particularly occupational pension) provision. As we have seen in the previous 
chapters, state and non-state pension provision rests on labour force participation. 
The legal framework of pension provision leads to poverty in later life for many 
women as it is based on men's labour force participation rather than on that of women. 
Using data collected since the 1988 changes in pension provision, the thesis will 
examine the gendered division in occupational pension membership, analyse 
membership of PPPs and contextualise women's non-state pension membership by 
looking at couple's pension provision. I will also examine women's attitudes to non-
state (particularly occupational) pensions and to their financial independence in later 
life. The research therefore aims to demonstrate that the generally disadvantaged 
position of women in the labour market disadvantages them in pension welfare. 
Moreover, although many women may be concerned about lack of financial 
independence during pensionable years, lack of occupational pension entitlement and 
poor information relating to PPPs means that many women will end up worse off. 
In order to achieve these aims the research has two components. First, to 
analyse the structural features of women's pension membership generalisable to the 
whole population (using secondary analysis of a large data set) and second, examine 
women's attitudes to pension membership and future financial independence (using 
primary interview data). 
Research design 
Although I originally intended to concentrate on occupational pensions, the changes 
resulting from the Social Security Act 1986 with the emphasis on the 'complementary 
nature of pension provision' (Government Actuary 1994), means that the role of PPPs 
in future financial security has become increasingly important. Due to the limitations 
of the quantitative data (discussed below) it is not possible to differentiate between 
APPs and PPPs in general, so throughout reference will be made to general PPPs. The 
importance of PPPs was highlighted to me though the interview data and the role of 
PPPs therefore had to be woven in at all stages of the research. 
Feminist research considerations 
I approached the research from a feminist standpoint, meaning that I wanted 
to examine the disadvantages that women experience in securing financial 
independence in later life in order to create some social change. Feminist research 
aims to create social change in the form of women's emancipation (Smith 1974, 
Reinharz 1992, Lentin 1993). Being concerned with women as individuals and as a 
social category (Reinharz 1992: 241), means that research combining a social 
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structural component with one which focuses on the individual can be used to great 
effect. 
The. ~ebate about feminist methods and feminist methodology is on-going. 
Some femInIsts have suggested that qualitative methods (modified for feminist 
purposes) are superior (eg Oakley 1981), and others have sought to reclaim 
quantitative methods for feminist use (Jayaratne and Stewart 1991). In any event, 
there has been considerable neglect of quantitative methods by feminists (Reinharz 
1993), though quantitative methods using nationally representative samples have been 
used to good effect in feminist analyses (eg Ginn and Arber 1992, 1993). Although 
surveys cannot hope to fully represent the complex nature of women's lives, this does 
not mean they have no role to play (Dale et al 1988). Different techniques (methods) 
can be used from a feminist standpoint as the theories informing these techniques 
(methodology) can be specifically feminist (Harding 1987). Therefore seeing 
feminism as a perspective and not a research method (Reinharz 1992) liberates 
feminist research to being able to use any useful method. 
Multimethod approach 
This research utilises both secondary analysis of a large data set and analysis 
of primary qualitative data in the form of interviews. The two types of methods can 
be used effectively in the same research project (Strauss and Corbin 1990) and indeed 
it has been suggested that 'whenever possible, we should use research designs which 
combine quantitative and qualitative methods' (Jayaratne and Stewart 1991: 102), as 
a way to offset the disadvantages of one method with the strengths of the other 
(Denzin 1978, Bryman 1988). Although there has been a history of rivalry between 
the two approaches, for example in 'some academic departments, staff who "use 
statistics" have not been spoken to by their colleagues - who "never touch the stuff"-
for years' (Black 1993: 2), there is growing appreciation of the advantages of uniting 
them (Fielding and Fielding 1986, Bryman 1988, Dey 1993). 
The two approaches can be used to give a better understanding of the research 
question, as the quantitative approach enables the collection of facts and figures 
whereas the qualitative approach aims at a more in-depth understanding of the 
situation (Dunsmuir and Williams 1990: 7). Qualitative methods permit the researcher 
to study selected issues, cases or events in-depth and in detail (Patton 1987: 9). It is 
because the data collection is not constrained by pre-determined categories of analysis 
that it is valuable for its depth and detail. The quantitative element measures the 
reactions of many people to a limited set of questions, thus facilitating comparison and 
statistical aggregation of the data (Patton 1987: 9). 
In this study the qualitative data is used to illustrate and clarify quantitatively 
derived findings. The study of attitudes lends itself more readily to qualitative 
research as it tries to uncover the nature of experiences and can be used to find out 
what lies behind a phenomenon (Strauss and Corbin 1990). The particular 
combination of methods depends on the particular quest on which the researcher is 
embarked (Reinharz 1992: 213), and here I use both secondary analysis and interview 
data in order to integrate social explanations and individual attitudes to the question 
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of future financial independence through non-state pension provision. 
Like Mason (1994) this two-stage design is not being used as a method of 
triangulation, in the sense that I am not using one method simply to check the validity 
of the other (Bryman 1988). The two methods and sets of data are used to provide 
a more 'rounded' overall picture and therefore the two types of data ask different 
research questions. The interviews asked interactional, organisational, biographical 
and attitudinal questions, whereas the analysis of the quantitative data was concerned 
with answers to structural questions about effects of labour market participation and 
domestic responsibilities on non-state pension membership, from a nationally 
representative sample. 
Figure 5.1 
Development of Research 
Months since started 
6-12 Months 
12-18 Months 
I 
24-30 Months 
1 
Although I discuss the research process as taking place in two stages of 
quantitative and qualitative work, this is in fact a crude dichotomy. The two stages 
interacted with each other very closely and insights gained from one method led to 
questions being asked of, and further insights being gained fro~, ~~e other. ~igure 5.1 
attempts to graphically show this process. Results from mI~Ial analYSIS. Of. the 
quantitative data enabled me to select interviewees based. on the Import~nt CrIterIa of 
part-time and full-time employment for non-state penSIon membershIp. Although 
I knew that the legal changes had meant that approved PPPs could replace SERPS I 
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had intended to concentrate on occupational pensions. The interviewees highlighted 
the importance of PPPs in their choices of non-state pension provision. The role of 
PPPs was then examined in the quantitative data. The analysis of couples in the 
quantitative data resulted from interviewees highlighting their resistance to the thought 
of future financial dependence on their husband and the impracticality of this for those 
women whose husband did not have a non-state pension. 
The Quantitative Data 
The first stage involved the use of secondary analysis of a large data set, the General 
Household Survey (GHS), in order to examine women's pension membership in 
comparison with men, and to examine the differences among women in pension 
membership. As occupational pension membership is inextricably linked with labour 
force participation, and as women's labour force participation is impacted upon by 
their role in the domestic sphere, the secondary analysis analyzed women's pension 
membership in terms of labour market and domestic sphere variables in order to 
ascertain differences among women. The research therefore wanted to answer 
questions about which women were more likely to have a pension, differentiating 
around marital status, parental status, levels of earnings, job status and size of 
establishment. I also wanted to look at differences around ethnicity and age as women 
are not an homogenous group. 
In order for the findings to be generalisable, the sample must be representative 
and large enough to reliably analyze different groups of women. Such a study 
requires large scale survey analysis. Therefore the research involves secondary 
analysis of a large data set, the GHS, in an empirical study of gendered inequalities 
in occupational and PPP provision. Findings from the interview data are used to help 
to interpret these findings. Without generalisability findings tend to be only piece-
meal (Black 1993: 55) 
General Household Survey (GHS) 
The analysis is based on data from a combination of the years of the GHS 
1988, 1989 and 1990 (OPCS 1990, 1991, 1992). The GHS is a large scale survey 
which has excellent potential for secondary analysis (Gilbert et al 1983, Dale et al 
1988, Hakim 1982b). The GHS is a continuous annual survey based on a sample of 
the general population living in private households in Britain. Information is gathered 
from about 20,000 individuals in approximately 10,000 private households a year by 
interviews with all household members aged 16 and over. The response rate is over 
80%. The sample frame is based on the Postal Address File and data is obtained 
from household members themselves, and not by proxy, and so responses are likely 
to have a high level of reliability (Gilbert et al 1983: 256). The survey is continuous 
and cross sectional, collecting primarily factual information about the general 
population by way of personal interview. The survey contains a broad range of data 
including detailed questions about occupational scheme membership and about 
membership of PPPs. Years 1988-90 of the GHS were chosen because they were the 
most recent years available from the ESRC Data Archive when the quantitative 
analysis phase began in Summer 1992. The GHS is recognised as being very useful 
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for analysis of pension membership as the questions relating to this area are very 
detailed (Government Actuary 1994). 
Although the GHS is a valuable source of information about particular social 
groups it is sometimes necessary to aggregate over a number of years in order to 
obtain large enough sub-samples (Thomas et al 1994: 1.1). Because it is continuous 
this .al.lows the . a~egation of three consecutive years (1988, 1989 and 1990) 
provldmg a sufflclently large sample for detailed analysis. I was concerned with 
differences around race and ethnicity and therefore aggregated GHS was necessary to 
provide a large enough sample for such analysis. However, problems still emerged 
(discussed below). I also wanted to look at PPP membership and as the figures are 
so low in each year a combination of years was essential. I could not link years prior 
to 1988 as the changes in pension provision commenced in that year. In order to 
provide a more contextual analysis I wanted to link data for married and cohabiting 
couples1• 
Problems with the secondary analysis 
One of the major problems with using secondary analysis is that the secondary 
analyst has no control over the collection of the data (Dale et al 1988). The GHS 
provides no information about the amount of pension an individual will be entitled to 
upon retirement, so those who are likely to receive a considerable pension cannot be 
distinguished from those who can expect to receive a paltry amount. The GHS is also 
limited because it is cross-sectional with the information being collected at one point 
in time. Such data gives only a partial picture (Arber and Evandrou 1993: 17). It 
would be ideal if the process of gender differentiation in occupational pension 
provision through the employable life could be traced as the same individuals grew 
older. This would show whether inequalities are diminishing with successive cohorts, 
reflecting whether there has been more equality of opportunity for women since the 
1970s. 
The problem of 'missing data' has two dimensions. Firstly some individuals 
refuse, or are unable to give, answers to specific questions. Income variables are the 
most common variables to have much missing data in the GHS (Thomas et al 1994: 
2) and as these variables are highly associated with non-state pension membership 
statistical analyses, particularly multivariate analyses, are likely to be affected. There 
is also missing data in terms of data which is not collected on specific issues. Since 
1988 no information has been collected in the GHS about public and private sector 
employment. Sector of employment has a major impact on pension provision (Ginn 
and Arber 1993, Government Actuary 1994), but unfortunately this research is unable 
to address this directly. Even where data is collected certain nuances may be 
overlooked. For example, in the case of PPPs the data does not include any questions 
as to whether or not the individual has contracted out of SERPS, so it is not possible 
to know whether the PPPs are a replacement (APPs) for, or a top up (PPs) of, other 
1 I am grateful to Jay Ginn for the use of the file which was created for research 
undertaken by Sara Arber and Jay Ginn 
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schemes . 
. . Producing research that is 'inadequately diversified with regard to race, age, 
ethmclty, and sexual preference has become a sign of methodological weakness and 
moral failure, an impennissible reflection of a lack of effort and unwitting prejudice' 
(Reinharz 1992: 255). Research in the US has shown that limited access to pensions 
has contributed to black women's poverty in older age (eg Wilson-Ford 1990). Very 
little work has been done in Britain on race and ethnicity and pension membership. 
The GHS has asked ethnic origin since 1983 and since 1989 combined the wide-range 
of categories used previously into four categories of White, West Ind/Guyanese, 
Indian, PakistanilBangladeshi and Other. Owen (1993) notes that there is generally 
some under representation of individuals from ethnic minority origin in large scale 
surveys. This has two related problems. Firstly, the GHS sample of adults from 
ethnic minority origin is so small (even after the years are combined) it makes 
analysis problematic, and secondly generalisations from findings would need to take 
the ethnic bias in response rate into account. 
The problems associated with collecting statistics with regard to race and 
ethnicity have been considered by Ahmad and Sheldon (1993) and Blakemore and 
Boneham (1993). As discussed in Chapter One, difficulties with 'operationalising' the 
concepts of 'race' and 'ethnicity', with these two concepts often being used 
synonymously, have overlooked the differences among black people. Furthermore, 
sections of the British black population campaigned against the 'ethnic question' in the 
1991 census, partly because the 'numbers game' has been used against black people 
in order to control immigration (Ahmad and Sheldon 1993). Although it is recognised 
that the 'uncritical collection of data' can be used negatively and exacerbate rather than 
relieve racism, data on ethnicity and race can be put to useful purpose in terms of 
social policy (Ahmad and Sheldon 1993). Though the analysis of ethnicity is limited 
in this research due to the sheer lack of numbers in the sample, it is hoped that it will 
be able to at least give some indication about the issues relating to pension provision 
for black people. 
Secondary Analysis 
Quantitative data has been criticised generally for its distance from interviewees. 
Secondary analysis is even more distanced from the researched and from the design 
and the administration of the questionnaire. Hakim defines secondary analysis as 
'any further analysis of an existing data set which presents 
interpretations, conclusions or knowledge additional to, or different 
from, those presented in the first report on the inquiry as a whole and 
its main results' (Hakim 1982b: 1) 
There have been many criticisms of secondary analysis. Secondary analysts have no 
control over the way the data is collected and therefore, it is argued, the data is likely 
to control the research rather than the research problem framing the data. It is true 
that the secondary analyst can be hindered by the phrasing of the questions (Dale et 
al: 1988) and therefore must make the best of what is available. However, almost 
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all government surveys are seriously under-analysed and the original researcher will 
only analyze a fraction of its potential (Procter 1993: 256). 
The GHS is a very high quality national level data set. It is a hierarchical data 
set meaning that individual level data can be analysed, as well as data at the level of 
the household (Dale et al 1988: 63). Although I use the individual as the unit of 
analysis. for most of this research, I also linked data for married and cohabiting 
couples In order to analyze pension membership for couples. 
The sub -sample 
Table 5.1 Economic Status of men (16-64) and women (16-59) 
Sex 
Employment Women Men Total 
Status 
Employee 13163 (60) 15058 (66) 28221 (63) 
Self Employed 1057 (5) 3207 (14) 4264 (10) 
Not Employed 7704 (35) 4655 (20) 12359 (27) 
Tot N 21924 22920 44844 
Source General Household Survey 1988-90 (Author's Analysis) 
Non-state pension membership is inextricably linked to paid work and 
therefore the subset consists of individuals aged between 16 and state pensionable age 
(60 for women and 65 for men) providing a subset of nearly 45000 individuals from 
1988-90 GHS. Although other analyses of women's pension membership have had 
a lower age limit of 20 (eg Ginn and Arber 1993), I chose 16 as many schemes have 
no restrictions on age eligibility (Government Actuary 1994), and PPPs are seen as 
important for younger people (Government Actuary 1994). Other research has shown 
that the majority of people aged 16-24 in non-state schemes have given at least some 
thought to planning their retirement, as have 42% of those in SERPS (Williams and 
Field 1992: Table 6.3d). Table 5.1 shows the employment status of the men and 
women in 1988-90 GHS aged between 16 and state pensionable age. As occupational 
pension membership is linked with working for an employer, for these analyses I 
concentrate on employees only, which provides a subset of 28,221 individuals (13,163 
women and 15,058 men). Membership of PPP is dependent on being employed but 
also includes the self-employed. In the GHS sample there are 4264 self employed 
individuals (1057 women and 3207 men). 
For· the analysis of couples, the data on pensions as well as labour market 
variables was linked. For the analysis of couples I concentrated mainly on couples 
where both partners were employees, although some attention was given to couples 
where both partners were self-employed. Table 5.2 shows that 49% of couples were 
dual-employee, representing 6824 couples (13648 individuals). 
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Table 5.2 Economic Status of married and cohabiting couples where both partners are 
under state pensionable age (60 for women and 65 for men) (total percentages). 
Men's Economic Status 
Woman's Employee Self Not Total % 
Economic Employed Employed 
Status % % % 
.......... 
· . . ......... . . 
Employee · . ·······49······· · . ::::::::: ,,::::::: 8 4 61 ..  . . 
· . .. . . .... . . 
Self 2 4 * 6 
Employed 
Not 22 3 8 33 
Employed 
Total N 10071 2249 1705 14024 
WI] Most Analysis 
* Figure less than 1 % 
Source General Household Survey 1988-90 (Author's Analysis) 
Statistical analysis 
Analysis of the data was conducted using SPSSx, 'a comprehensive, integrated 
system for statistical data analysis' (Norusis 1990a: i). The initial stage involved 
descriptive work to establish women's access to and membership of pension schemes 
to determine what contributes to women's deficiency of membership in comparison to 
men. Therefore much of the analysis involved crosstabulating whether an 
occupational pension was run by the employer and whether membership was taken up 
with a number of variables relating to labour market participation and family 
obligations. Crosstabulations on PPP membership related to the same variables. In 
terms of labour market variables I chose to concentrate on weekly hours in 
employment, socio-economic status of the individual, weekly earnings and size of 
workplace. For family responsibilities I looked at marital status, presence and ages 
of dependent children. 
A more contextual analysis involved investigating women's membership of 
pension schemes with reference to husband's (partner's) employment status and their 
pension membership. The impact of partner's employment status (part-time/full-time, 
class, income, length of time in present job), pension status (with/without non state 
pension) and personal attributes (eg age) on women's pension membership were 
explored. 
The analysis of the GHS is cross sectional, mainly involving cross tabulations 
of variables. Such analysis cannot identify causal relationships, but only can describe 
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an association between two or more variables. Therefore I also used multi variate 
analysis. 
Multivariate analysis 
The secondary analysis was designed to answer questions relating to:-
1) Factors influencing women's differing access to, and membership of, 
occupational pension schemes in comparison to men. 
2) Extent and nature of differences among groups of women in terms of access 
to, and membership of, occupational pension schemes. 
3) Effects of interrelationships between individuals in the same households 
(especially between husbands and wives) on women's membership of occupational 
pension schemes. 
4) The most significant factors in determining women's membership of 
occupational pension schemes and PPPs. 
The analysis based on cross tabulations identifies associations between 
particular variables but does not answer questions about which variables are more 
influential than others in encouraging women's occupational or PPP membership. In 
order to examine these issues logistic regression was used. Logistic regression enables 
the prediction of an event occurring (Norusis 1990b: 119). It is intended for analysis 
of data where there is a dichotomous dependent variable, in this case pension 
membership, which is to be explained by other variables. The dependent variables 
have two values, which are whether the person has pension membership or not, 0 for 
no membership and 1 for membership2. These models can be used to test 
explanations that explicitly suggest that one or more variables have a causal influence 
on others (Gilbert 1993b: 131). 
Logistic regression is used to predict the odds of having an occupational 
pension scheme and to predict the odds of PPP membership. The two models will be 
compared in order to see whether there are differences in the factors influencing the 
types of membership of non-state pension schemes. 
The Qualitative Data 
The second stage of the research aimed to identify perspectives on non-state pension 
membership, along with attitudes to future financial independence, in particular in 
relation to future reliance on the state and economic dependence upon husbands. 
2 The fact that these variables are dichotomous means that logistic regression, 
rather than multiple regression, is the best method of analysis because multiple 
regression assumes that the dependent variable is continuous and in principle it can 
therefore take any value (Gilbert 1993b: 133). 
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Data collection 
. . The use of focused interviews has become the principle means by which 
femInIsts have sought to achieve the active involvement of their respondents in the 
construction of data about their lives (Graham 1984: 112). I rejected the use of a 
structured interview or a self-completion questionnaire, as these are inappropriate due 
to their pre-determined structure which would not have provided the opportunity to 
expand on attitudes. The interviews were open-ended, but focused, as this allowed 
me to examine more fully the differences among women (Reinharz 1992: 19). 
'Interviewee-guided research requires great attentiveness on the part of the interviewer 
during an interview and a kind of trust that the interviewee will lead the interviewer 
in fruitful directions' (Reinharz 1992: 24). 
Pilot interviews were carried out with four women. The pilot interviews were 
very useful in providing ideas about how to conduct the interviews and which women 
to focus on. I found that the younger women were largely uninterested in pensions 
and therefore the focus on older women was more valuable. The pilot interviews also 
showed that a number of the areas I had planned to discuss were largely irrelevant. 
For example questions about Equal Opportunities Policies seemed to be of little use 
in my research, so I omitted probing about them in the main interviews, and none of 
the women referred to them. 
As part of my developmental work I met with a personnel officer, a person 
employed as a financial adviser, and a pension scheme manager in order to gain more 
knowledge about pensions. This was particularly useful in giving me an 
understanding of the issues involved. It allayed some of my feelings of inadequacy 
about the whole the subject and also improved my general knowledge about pensions 
and therefore was potentially more useful to the women interviewed. 
I used tape-recorded focused interviews as this allowed the data-gathering 
conversation itself to determine how the information was obtained (Reinharz 1992: 
281). I thought that the use of the tape recorder would put a number of the 
interviewees off, but in the event none of them objected to it being used. Instead of 
using pre-set questions I identified general areas I wanted to look at, but let the 
interviewees response determine the order of the subjects, the time spent on each and 
the introduction of additional issues (see Appendix 3). 
Sampling considerations 
The sample is not intended to be representative. Forty five women were 
interviewed. The women were aged between 40 and 59. I chose the youngest age of 
40 since the majority of women over 40 have had their children and for most, their 
children have left the parental home, and therefore women of this age have a higher 
level of labour market participation (Arber and Gilbert 1992). Previous analyses of 
women's pension membership had shown (eg Ginn and Arber 1993), and my own 
initial analysis of the quantitative data revealed, that hours in employment impacted 
significantly on non-state pension membership. The interviews were therefore 
stratified according to part-time and full-time employment. Table 5.3 shows that the 
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Table 5.3 Number of interviewees 
Occupational Pension Membership 
Weekly hours With Without Total 
Full Time 15 15 30 
Part Time 0 15 15 
Total 15 30 45 
sample consisted of 30 full-timers all of whom had been offered an occupational 
pension, 15 with an occupational pension and 15 without an occupational pension. 
An additional 15 were part-timers without occupational scheme membership3. I 
chose to stratify in this way because I wanted to examine membership considerations 
for women who were offered membership, and whether occupational pension 
membership was an issue for women without access to an occupational pension 
because they were employed part-time. Full-timers were all employed for 31 or more 
hours per week and part-timers were employed for anything up to 30 hours per week. 
Unlike other analyses which have overlooked part-timers employed for less than eight 
hour per week, I felt they should be included as they are in part-time employment and 
therefore can have PPP membership. 
In gaining my sample I used a snowball technique which started with women 
I knew would talk to me. After some consideration I decided not to specifically 
search for black women to interview as it is often difficult to gain access to a 
diversified sample (Reinharz 1992: 256). Although maximum diversity is desirable 
as an ideal type, Reinharz (1992) argues that it is often practically impossible. 
Therefore, the issue of race and ethnicity is not explicitly addressed in the interview 
data although women interviewed were diversified around race and ethnicity, with 
individual women coming from Iraq, Canada, Sweden, Switzerland, Ireland and the 
US. 
The interviews were conducted over a six month period from May to 
November 1992. This lengthy period reflects the difficulty of getting people to 
respond, the time taken for transcription and pressures from other work. I was known 
to my initial sites of inquiry but as it got more difficult to find women to interview, 
using a snowball effect I gained access to other sites. It was relatively easy to get 
access to women in full-time employment, however there was some difficultly 
obtaining interviews with part-timers. I found the part-timers were much more 
pressed for time, much less able to take time off work to talk to me, had less willing 
employers and did such variable shifts that it meant that I had to be in places at 
strange times. One interview was done at 5.30 am to coincide with the woman's shift. 
I helped her with her work in recompense. For the full-timers it was quite different 
3 Appendix 4 lists the labour market and biographical characteristics of the 
women interviewed. 
69 
as they often had said they had time to spare and saw the interview as a way of 
getting time off for an extended tea break. 
Problems of access 
Initial access was sometimes problematic as women often did not want to talk 
about pensions. A common response was 'oh no, I don't want to think about that'. 
A number of the women who agreed to be interviewed said they did not want to think 
about older age. As June stated, 
Women get old and wrinkled and men get distinguished, so women might not 
want to talk about retirement. And also ... because we bear children and we 
look after them historically, then our children grow up and flee the nest. Then, 
you know, we read a lot about women who, at that point in their life, it's a 
crisis. I think men reach other crisis points. You know their [women's] 
childbearing, child nurturing years are over, until they become grandmothers 
and achieve some other sort of status. You know, they don't really have any, 
and then it's like the little old lady. And you know the way sort of life 
expectancy is, there will be lots of little old ladies and there won't be so many 
men around. (1 une) 
In a society that holds and perpetuates such gendered taboos about the subject of 
ageing it is understandable that many women did not want to think about pensions, 
let alone talk about them. There were relatively few other problems associated with 
obtaining interviewees although on one occasion I was mistaken as a pension seller 
and was promptly told 'not today thankyou'. 
Spoiling the field 
When I did get access I found that as the word got around, access to other 
potential interviewees became easier. However, the field soon became 'spoiled' in the 
sense that some of the women wanted to impress me with their knowledge about 
pensions and therefore started 'cramming' the night before. Although this 'spoilt' the 
field for me and meant I had to move on to other locations it had a positive effect, as 
their studies had provided a greatly increased knowledge about their own pension 
position. As one woman said 'Until last night I didn't even know what superannuation 
was'. 
The interview method 
In theory, issues such as the length of interview, content of interviews, location 
of interview and who can be present during the interviews should be decided on in 
advance (Reinharz 1992). In practice it is very difficult to control these things. The 
interviews were conducted in a variety of settings, for example living rooms, works 
canteens and at women's desks. This variety did not give poor quality data but rather, 
as Reinharz suggests, shows a valuable reflection of reality (1992: 19). Because of 
the interviewee-guided nature of much feminist research there are frequently large 
variations in the duration of interviews within a single project (Reinharz 1992: 25). 
70 
My interviews ranged from 30 minutes to about two hours. Those conducted m 
people's homes generally lasted a lot longer. 
The most suitable time to conduct interviews was during the day, as at night 
the women with children were generally involved in domestic responsibilities. 
Therefore the co-operation of the workplaces of the women interviewed is gratefully 
acknowledged. However, on one occasion while interviewing a woman, the workplace 
manager suggested I should be at home doing 'proper women's work'. Ramazanoglu 
(1989) refers to the problems associated with being a female researcher entering male-
dominated workplaces. However, male colleagues were, on the whole, very 
supportive. An additional problem was that in the workplace, interviews were 
sometimes interrupted by work colleagues. One interview was interrupted by a work-
colleague who castigated the woman I was interviewing for 'being involved in this 
rubbish'. 
In order to put the women at ease I began the interviewees by talking about 
my own reasons for doing the research and then asking them to tell me about their 
current job. Yeandle (1984) notes how she started by asking standard questions that 
can be easily answered like age, marital status and composition of household and then 
about their current jobs in order to put women at ease. She notes that these 'ice-
breakers' enabled women to relax and talk about themselves and created an 
atmosphere where the interviewee felt knowledgeable. This approach was very useful 
in my research as the topic of pensions is often seen as very complicated. 
Action research 
I told the women at the beginning of the interview that I saw the interview as 
an exchange of information and encouraged them to ask me questions at any stage. 
I wanted to establish a supportive relationship with the women and I found, like 
Oakley (1981), that they would share their problems and worries with me. At the 
close of one interview, the frustration felt about her husband's lack of concern about 
her pension position led one woman to phone her husband and demand time for a 
discussion when she got home. 
'The purpose of feminist research must be to create new relationships, better 
laws and improved institutions' (Reinharz 1992: 175). Indeed Lather (1988) believes 
research is only feminist if it is linked to action. She says that 'What I suggest is that 
our intent more consciously should be to use our research to help participants 
understand and change their situations' (Lather 1988). Although this does not mean 
imposing my analysis of the situation upon the women I interviewed, as every 
woman's experience is valid (Stanley and Wise 1983: 9), it does mean that I could 
provide them with information about pensions. I set out with this goal in mind. In 
this sense the interview data can be seen as action research. 
Although there are a number of types of feminist research with an explicit 
action connection (Reinharz 1992), including participatory or collaborative research 
in which the people studied make decisions about the study format and data analysis, 
my research could be said to have the aim of empowering the women interviewed in 
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order to come to understand and change their own oppressive realities (Reinharz 1992: 
181). Sharing knowledge about pension membership and the need to think about 
financial security at all stages of the life course meant that for the interviewees as 
, 
well as for myself, the interviews were a good way of gaining knowledge. In order 
to facilitate this, I collected documents and information on pensions from different 
employers. I made sure I knew about the particular pensions offered by the employers 
of the WOmen I interviewed, and although I plainly could not provide information 
specific to their individual cases, I could provide general information and useful 
contact addresses for further information. I also arranged a video showing as, by luck, 
one of the women I interviewed had provided training on benefits in her previous job 
and her video on pensions was useful to her current work colleagues. 
After each interview I sent a card to each interviewee thanking her for her 
time, and gave my address in case she should want any further information. In the 
event only two women contacted me again. One woman contacted me as, following 
the interview, she had tried to join the occupational pension scheme run by her 
employer but was denied membership as she had previously turned down membership 
when it had been offered to her. She had to change her job in order to secure 
occupational pension membership. The trade union had taken up the case of the 
second women who contacted me. She was fighting a battle about rights to stay in 
her occupational pension after reaching state pensionable age. I was able to help the 
shop steward by contacting the Equal Opportunities Commission. 
Emotional involvement 
As pension membership is linked with life course events, the interviews were 
often quite harrowing in the sense that women would, for the first time sometimes, 
talk about their lives up until that date and would express rage, and frustration about 
things that had happened in the past4. This was more likely· to happen in people's 
homes and I would often stay for a couple of hours chatting afterwards. I became 
more and more emotionally aware of the situation. Like Wilkins (1994) I found that 
I felt I was intruding on their life situations. I felt increasingly uneasy about getting 
the data on the one hand, but on the other hand, I felt increasingly aware of the fact 
that time was passing on, and I needed to get the interviews finished. For the 
relatively older women I found it even more harrowing. The interview process served 
as a consciousness raising exercise and therefore if older women realised that they 
needed an occupational pension it was now too late. 
I kept telling myself that it was good that they could talk about their problems. 
One women talked about her concerns about her possible breast cancer and debated 
whether she would be alive after pensionable age. Another woman referred to the 
need to get an independent pension as her partner had been killed in a terrible 
accident. Other concerns were voiced about the unhappiness of being childless, the 
wish to be child-free, and the regret about ever having married. I was surprised 
about how open the women were, but I also felt I was invading their privacy. 
4 The counselling training I had in the past came in useful on these occassions. 
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The value of transcribing 
The value of doing my own transcribing cannot be overstated, as during the 
transcription process I was able to formulate and contextualise the views expressed by 
the women. While transcribing my earlier interviews I noticed that I had been 
sometimes hasty about asking questions during silences. I soon learnt that the silences 
were useful. They gave time to ponder and women often corne back with more 
thoughts on the subjects. So although transcribing is 'laborious and time-consuming' 
for me it was invaluable. 
Analysis of Interview Data 
The qualitative data analysis is much more difficult to summarise. With 45 
interviews to analysis I was faced with a massive 'sorting task' (Fielding 1993). A 
number of themes were identified including membership considerations and attitudes 
to future dependence. For my own convenience I put the issues raised into tabular 
form and then coded each interviewee on whether or not they mentioned the issue. 
There are a number of problems associated with qualitative interview analysis 
and the one most often referred to is the problem of interviewer bias (Fielding 1993). 
For all analysis, both quantitative and qualitative, the researcher brings their own basic 
assumptions, patterns of thinking and knowledge gained from experience and reading 
(Strauss and Corbin 1990: 95). So although a creative imagination is necessary 
(Strauss and Corbin 1990), I had to question every assumption I made and refer back 
and forth through the data in order to enhance my awareness of my own biases. In 
interview data concerned with attitudes this is particularly relevant as problems of 
establishing equivalence of meaning between interviewer and interviewee must be 
addressed (Fielding 1993). 
The analytical approach 
The analytical approach I used followed the procedure suggested by Agar 
(1986). Data, in the form of strips, was tested against a theoretical schema which 
leads to modification of the schema until coherence was achieved. Agar defines a 
strip as ' ... any bounded phenomenon against which an ethnographer tests his or her 
understanding' (Agar 1986: 28). The transcribed interviews were therefore numbered 
according to interviewee responses (segments) and divided into strips relating to 
different topics (although there were obviously some topic overlap). Each strip was 
labelled according to its principle topic and a number of topics were identified, 
including reasons for pension membership, attitudes to state pensions and attitudes to 
economic dependence in later life. Multi strip analysis takes a schema of analytical 
categories and by successive reference to second level strips, the schema is improved 
with the purpose of moving towards a more complex schema and a more complex and 
adequate analysis. This is achieved by focusing attention on linkages and breakdowns 
between the strips and the schemas. 
The interviews provided a wealth of information leading to the emergence of 
major categories. The effects of family obligations on labour market experience was 
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addressed by the women and how this in tum affected non-state pension membership. 
This emerged not only through the limitations of domestic responsibilities on the 
women's labour market participation, but also how the costs associated with family 
responsibilities prohibited paying into a non-state pension. The importance of good 
pensions literature was addressed as well as how their general knowledge about 
pensions developed over their years of labour market participation. These themes 
merged in an analysis of reasons for pension membership. From this, another major 
theme emerged relating to the adequacy of the pension and benefits after retirement. 
Most of the women had views about state pension provision and the majority 
differentiated between the basic state pension and state means-tested benefits. This 
led to a chapter on the adequacy of state provision after retirement. The government 
notion that women should be able to be provided for by family members, particularly 
husbands, comprises the major theme addressed in the final interview analysis chapter. 
Summary 
This chapter has outlined how my research developed, my research design, some 
aspects of the data analysis, and the problems I encountered along the way. Statistics 
and generalisations about women and pensions give little understanding about how 
women experience pensions and perceive pension-related issues, therefore the 
interview data is valuable as.it provides the understandings of the women themselves. 
Chapters Six through Nine present the results of the quantitative analysis, and 
Chapters Ten through Twelve focus on the findings of the qualitative analysis. 
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Chapter Six 
Women, Employment and Occupational Pension Disadvantage 
Introduction 
Using GHS data, the following four chapters examine the disadvantages faced by 
women in relation to men, and by different groups of women in relation to each other, 
in non-state pension membership. In this chapter I examine women's disadvantage 
in occupational pension scheme membership. Differences between men and women, 
and among different groups of women, in occupational pension membership result 
from the effects of women's labour market position on their capacity to secure 
membership. The analysis of women's employment in Chapter Two concluded that 
a range of structural constraints impose upon women's access to, and membership of, 
occupational pension schemes. 
There have been changes in women's participation in employment since the 
Second World War, and these changes have developed within a framework of only 
limited improvements in jobs, earnings and job security for women, and consequently 
little improvement in pension membership. Women's employment position remains 
disadvantaged in relation to that of men and this inferior position impacts upon 
women's pension membership. The most substantial increase in women's employment 
has been in the part-time sector, however, as demonstrated in the opening chapters, 
part-timers have often been excluded from occupational pension membership through 
employer criteria l . Furthermore, women's depressed earnings, together with gender 
segregation in employment, has obstructed women's potential to secure adequate 
independent pension membership. Other influential factors such as job stability, size 
of company as well as establishment size, also impact upon the women's non-state 
pension membership. Therefore, although it is clear that women are disadvantaged 
in relation to men in their labour market position with resulting disadvantages in their 
occupational pension membership, some women hold a more disadvantaged position 
than others, both in the labour market in general and in their prospect of securing 
occupational pension membership in particular. Here I examine these variations using 
the GHS 1988-90. 
Gendered Divisions in Employment 
In this chapter I concentrate on employees as it is only men and women employees 
who have possible access to occupational pension membership. In the following 
chapter I analyze PPP membership for self-employed men and women and men and 
women employees, as PPP membership is available to both employees and the self 
employed. This of course omits a large and important proportion of women who are 
not in employment, either because of domestic responsibilities or for other reasons. 
1 The exclusion of part-timers from occupational pensions which are offered to 
their full-time colleagues has now been made illegal (Chapter Three). 
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In 1988-90 the GHS sample shows that women were less likely than men to 
be in employment, with only 20% of men aged 16-64 being non-employed compared 
with 35% of women aged 16-59 (Table 5.1). Of women who were non-employed, 
60% were 'keeping house' compared with only 20% of non-employed men. A ~uch 
higher proportion of non-employed men than women were either seeking jobs or were 
waiting for jobs to start, and thus their potential for non-state pension membership in 
the future was greater than that of women. 
Table 6.1 Non-state pension membership by economic status of men (16-64) and 
women (16-59) 
Employment Status 
Women Men All 
E S/E N/E Tot E S/E N/E Tot Tot 
Both 2 0 0 1 6 0 0 4 3 
Occ 35 0 0 22 56 0 0 37 29 
ppp 8 28 * 6 14 64 * 18 13 
None 55 72 100 71 24 36 99 41 55 
Tot N 13163 1057 7704 21924 15058 3207 4655 22920 44844 
Key 
* 
Occ = Occupational Scheme 
E = Employee 
SIE = Self-Employed 
N/E = Not Employed 
Less than 1% 
Source: General Household Survey 1988-90 (Author's Analysis) 
Table 6.1 shows the non-state pension membership of men and women of pre-
state pension age. It shows clear differences in pension membership between men and 
women with 29% of women having a non-state pension compared with 59% of men. 
Women were less likely than men to have both occupational pensions and PPPs and 
this difference cannot be accounted for purely in terms of differences in employment 
because although women were less likely than men to be in employment, the 
differences existing around pension membership are greater than those around 
employment status. 
Self-employment can be defined as people who have a small business or who 
work independently (Allen and Truman 1992: 169). A smaller proportion of women 
than men in the sample were self-employed; 3% of women compared with 9% of 
men. Table 6.1 shows that only 28% of self-employed women compared with 64% 
of self-employed men had PPP membership. The inequalities in PPP membership 
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will be discussed in the following chapter. In this chapter I concentrate on 
occupational pension membership and employees. 
In 1988-90 women employees were disadvantaged in comparison with men 
in terms of non-state pension membership with only 45% of women employees 
having non-state scheme membership compared with 76% of men (table 6.1). 
Women were less likely to have the financially advantageous occupational pension 
schemes than men, with only 37% of women employees having occupational pension 
membership compared with 62% of men. Therefore, there are clear disparities 
between women and men. However, women cannot be viewed as an homogeneous 
group who uniformly suffer such disadvantage. There are inequalities between women 
in terms of hours in employment, rates of pay and size of establishment employed in, 
which impact disproportionately on their occupational pension membership. These 
inequalities are linked to women's role as care-providers in the family. 
The Life Course 
As discussed in Chapter One, inequalities in older age are fundamentally based on 
access to resources over earlier stages of the life course (Walker 1990, Arber and Ginn 
1991, Arber and Evandrou 1993). Women's location in the unpaid (reproductive) 
economy and paid (productive) economy influences their access to financial resources 
in later life (Arber and Ginn 1991). In Chapter Two we saw how the bimodal pattern 
of women's employment, characterised by a high level of participation before the birth 
of children and then returning during the childrearing period (Beechey and Perkins 
1987, Dex 1985) is becoming less apparent. Younger women are increasingly more 
likely to return to employment in between babies or continue throughout childrearing 
(Martin and Roberts: 1984). Women's pattern of working tends to change from being 
full-time before child birth to a mixture of part-time and full-time after the first child 
(Buswell 1987: 81). The Women and Employment Survey showed very clearly that 
the presence of dependent children, and in particular the age of the youngest child, 
were the most critical variables affecting women's participation in the labour force 
(Martin and Roberts 1984). The discontinuous nature of women's employed lives is 
therefore significant in producing disadvantages in retirement income (Phillipson 1990: 
156). 
The effects of domestic responsibilities on women's occupational pension 
scheme membership are mediated through their position in paid employment. Figure 
6.1 shows the percentages of women and men who were employees in 1988-90 
according to their ages. At least 60% of women aged 18-54 had paid jobs. After 
this age women's participation rate decreased considerably to about 44% at just before 
state pensionable age. Women's participation rate is characterised by peaks and 
troughs with slight peaks at 20-24 and 45-49. In contrast, men's participation rate 
is relatively smooth with over 80% of men aged 24-54 having paid jobs. A similar 
decline to that for women is apparent after this age, to around only 42% of men 
having paid jobs just before state pensionable age. Women not in paid employment, 
unless they are self-employed, have no access to non-state pension membership and 
women who are neither eligible for HRP nor are signing-on as unemployed will not 
be credited with contributions for the state pensions. 
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Figure 6.1 
% of Men and Women who are Employees 
by Age 
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Figure 6.2 shows clear gender differences in occupational pension scheme 
membership according to age of men and women employees. Women employees of 
all ages were less likely than men to have occupational pension scheme membership. 
For men the association between age and scheme membership was linear, peaking at 
age range 55-59 when 78% of male employees had occupational pension scheme 
membership. The pattern ~f membership for, women was quite different. The 
association between occupational pension membership for women over the life course 
was relatively flat. The peak age of membership for women employees was 25-29 
at which age 44% had an occupational pension scheme, a peak still much lower than 
the peak for men. At age 40-44 38% of women had membership, and this was 
slightly higher, 42%, at age 50-54. This pattern is associated with women's caring 
responsibilities with women in the younger age groups being much less likely to have 
child care responsibilities and as a result a higher propensity to full-time employment. 
As discussed in previous chapters, part-timers are disadvantaged in occupational 
pension scheme membership and women's location in part-time employment is 
associated with child care responsibilities. 
Women's participation in part-time employment is associated with age (figure 
6.3). In the 30-34 age group half of women employees were employed part-time, 
and at all older ages full-time employment accounted for a minority of women 
employees. As older women are more likely to be in part-time employment, 
inequalities in pension membership between part-timers and full-timers will affect 
older women disproportionately. In addition, as most occupational schemes are final 
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salary schemes, older part-timers in schemes are likely to gain low benefits due to 
final salary being based on part-time employment. 
The association between age, part-time or full-time employment and 
occupational pension scheme membership is shown in figure 6.4. The slightly M-
shaped association between women's age and membership was evident for both part-
timers and full-timers, but part-timers of all ages were much less likely than full-
timers to have scheme membership. The peaks of membership for both full-timers 
and part-timers were broadly similar, although the first peak of membership for full-
timers was at a slightly earlier age of 30-34 years. For part-timers the peak was at 
ages 50-59 and for full-timers age 50-55. 
Table 6.2 Percentage with occupational pension membership for women by 
weekly hours in employment. 
Hours in Employment 
>9 9-15 16-20 21-30 AllPff AllFff All 
30+ 
Member 3 5 19 29 16 52 36 
Row % 7 11 12 14 44 56 100 
Tot N 923 1453 1520 1856 5742 7354 13096 
Source: General Household Survey 1988-90 (Author's Analysis) 
Table 6.2 shows that part-timers were disadvantaged in relation to full-timers 
occupational pension membership, with only 16% of part-timers having a scheme 
compared with 52% of full-timers. The membership rate of women in full-time jobs 
is close to the 62% of men employees (table 6.1). However, there were discernible 
differences in membership among women part-timers, with those employed for the 
highest number of hours being less disadvantaged in comparison with other part-
timers. Only three percent of those employed for up to eight hours per week and five 
percent of those employed for 9-15 hours had scheme membership, compared with 
29% of women employed for 21-30 hours per week. Since nearly a fifth (18%) of 
women employees worked for less than sixteen hours per week this disadvantage 
affects a substantial number of women. Domestic responsibilities are the main reason 
for the high proportion of women's part-time employment and therefore domestic 
responsibilities affect the occupational pension membership of women employees. 
Domestic Responsibilities 
Women's labour market opportunities are mainly influenced by their domestic 
responsibilities. Poverty and caring are, for many women, two sides of the same coin. 
Joshi (1992) notes that responsibility for children is the major reason for women's 
sporadic labour force participation. It is therefore clear that the location of women 
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within the family has both practically confined women's employment opportunities and 
id~ologically allowed for the marginalisation of women's work. Women's entry into 
paId work has occurred within the structural confines of the sexual division of labour 
whe.re women are assumed to have primacy for caring responsibilities and, despite the 
realIty of women's employment and a real dependence of families on their wage 
earning capacity, it has been possible to maintain an ambiguity about where women 
actually belong. 
Marital status 
The proportion of married women who leave the labour force upon marriage 
has decreased significantly in the post Second World War period. Therefore, the 
impact of marital status upon occupational pension membership may have less 
significance than in the past. Figure 6.5 shows that in 1988-90 there was an 
association between marital status and occupational pension scheme membership for 
both men and women employees. Single men and women employees had the most 
comparable rates of membership and single employees were the most disadvantaged 
among employees of their own sex. This is likely to be associated with younger age. 
Women of all marital statuses were disadvantaged in occupational pension scheme 
membership in relation to men. Among men employees it was those who were 
married and widowed who had the membership advantage, with 71 % of married men 
and 76% of widowed men having an occupational pension scheme. Married women 
did not experience the membership privileges of married men. Only 37% of married 
women had occupational pension membership. The highest level of membership 
among women was for divorced women, providing some partial compensation for the 
inadequacies in divorce settlements which have ignored ex-husband's future pension 
rights2 • For women, then, marriage has a negative effect on occupational pension 
scheme membership and this is likely to be due to childbearing and childrearing. 
Dependent children 
Women have the main responsibility for child care and figure 6.6 shows that 
although presence of dependent children had a negative impact on both men's and 
women's occupational pension scheme membership in 1988-90, the impact was far 
greater for women. Only 30% of women employees with dependent children had an 
occupational pension scheme compared with 52% of men. But the disadvantage is 
more than just associated with presence of dependent children, as women employees 
without dependent children were less likely than men with children to have an 
occupational pension scheme. Much of the membership disadvantage experienced by 
women with dependent children is due to their participation in part-time employment 
to facilitate combining domestic tasks with paid work. Of the women employees in 
the sample with dependent children, 54% were in part-time employment compared 
with only 25% of women without dependent children. Among women employees 
with dependent children, 70% whose youngest child was under five were in part-time 
2 Proposed legislative changes may provide some alleviation of the disadvantages 
experienced by divorced women (Chapter Three). 
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Table 6.3 Percentage with occupational pension membership for women 
employees by parental status 
Parental Status 
With Dependent Children No 
Dependent 
Children 
Weekly Youngest Youngest All with 
Hours child under child over Children 
5 Years 5 Years 
>9 5 2 3 5 
9-15 6 5 6 5 
16-20 27 17 19 21 
21-30 27 26 26 39 
I ;~ P!f I 16 I 15 I 15 I 23 56 46 47 61 
All 28 30 30 52 
Tot N 1310 7137 8447 4649 
Source: General Household Survey 1988-90 (Author's Analysis) 
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All 
3 
5 
19 
29 
I 
16 
52 
36 
13096 
employment compared with 51 % of women with their youngest child over school age. 
Part-time employment is therefore a major employment vehicle for women with 
children, especially for women with children under school age. 
Table 6.3 shows occupational pension membership for women without children, 
and for women with dependent children according to age of youngest child. Women 
without dependent children had a clear membership advantage over women with 
children irrespective of number of hours in paid work. Among full-timers with 
children, women whose youngest child was under five had the membership advantage. 
Few women continue to work full-time with young children and those who do are 
particularly likely to be in professional and managerial occupations. Age of youngest 
dependent child made very little difference to occupational pension membership of 
part-time women employees with children, however, there were differences among 
part-timers. Part-timers employed for the longest hours were the most likely to have 
occupational pension scheme membership. 
Length of time in job 
Women's domestic responsibilities not only impact on number of weekly hours 
in paid employment but also the length of time they spend in anyone job, as women 
often have frequent jobs changes in order to facilitate child-care responsibilities. 
Furthermore, women are more likely to move with their husband if he has a job 
change. Therefore women's domestic responsibilities often obstruct lengthy periods 
working for the same employer, particularly during the childrearing years, and 
consequently criteria demanding a minimum length of service are likely to 
discriminate against a high proportion of women. As shown in Chapter Three, about 
31 % of occupational schemes run by firms in the private sector in 1991 imposed 
length of service membership criteria (Government Actuary 1994: Table 5.5). 
Analysis of length of time in current job also gives some indication of length of time 
in pension scheme3 and can be used to infer the likely pension benefits on retirement. 
For this analysis length of time in job were categorised as follows:-
1. Up to 1 year 
2. 1 - less than 2 years 
3. 2 - less than 5 years 
4. 5 - less than 10 years 
5. 10 - less than 20 years 
6. 20 years or more 
Figure 6.7 shows that in 1988-90, higher proportions of men than women employees 
had long periods of service. Over 50% of men had been in their job for five or more 
years, with the largest proportion (23%) having been in their job for between 10 and 
20 years. Fourteen per cent had service of 20 years or more. For women the picture 
was quite different. Only 4% of women employees 20 or more years of service, and 
well over half (58%) had been in their job for less than 5 years. There was very little 
3 The GHS does not collect data on length of time in occupational scheme. 
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di.ffcrence in the lengths of service between women in part-time and full-time jobs 
(fIgure 6.7~, though part-timers were slightly less likely to have been in their jobs for 
longer penods, possibly because part-time job are often seen as a form of temporary 
~mploy~ent. Women therefore had frequent job changes, whether or not they were 
III part-tIme or full-time employment. 
Figure 6.7 
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There was a clear association between years of service and occupational 
pension membership, with men and women who had longer periods of service being 
much more likely to have occupational pension scheme membership (Figure 6.8). 
Nevertheless women were disadvantaged at all lengths of service. Of men who have 
been in their job for 20 years or more, 90% had occupational pension scheme 
membership compared with only 22% of men who had less than a year of service. 
For women, the corresponding figures were 68% and 14% respectively. The 
membership advantage associated with longer periods of service affected a higher 
proportion of men than women as men were much more likely to have been in their 
jobs for a long periods (Figure 6.7). 
There were clear differences in membership between women part-timers and 
full-timers according to their length of service (figure 6.9). Comparison with figure 
6.8 show that women in full-time jobs had broadly similar membership rates to men 
according to their length of service. Women in part-time jobs were clearly 
disadvantaged in relation to full-timers at all lengths of service, with only about a 
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third (34%) of part-timers who had been in their jobs for 20 or more years having 
scheme membership. Only 5% of women part-timers who had been in their job for 
less than a year had an occupational pension. 
Length of time in job not only affects membership but also affects how much 
will be received from the occupational pension upon retirement. Benefits from 
occupational pensions are generally based on years in employment, and employees 
with less than 20 years contributions often receive a very low pension indeed, and the 
majority of recipients of these low pensions will be women. Therefore domestic 
responsibilities have an impact on women's position in the labour market, giving 
greater propensity to job changes and part-time employment, and this in tum leads 
to occupational pension scheme membership disadvantage. This disadvantage is not 
only experienced in terms of membership, but also in terms of eventual occupational 
pension benefits received upon retirement, as a pension based on a low number of 
years of contributions and/or contributions during part-time employment will be 
greatly diminished. 
Women and the Labour Market 
Women experience the impact of other disadvantages in the labour market that also 
impact on occupational pension membership, and although these obstacles may be a 
result of domestic responsibilities they are also associated with gendered disadvantage 
in the labour market. Even with no actual caring responsibilities women are still paid 
less and receive less access to occupational opportunities than men (Joshi 1992). 
Therefore the disadvantaged position of women in occupational pension schemes, 
although associated with the impact of domestic responsibilities on women's labour 
market position, are also a consequence of women's disadvantages in the labour 
market associated with patriarchal strategies in the workplace (Walby 1990). For 
example, occupational segregation and gendered earnings differentials disadvantage 
women, not only in their place of employment but also in fringe benefits such as 
sickness pay and pensions. 
Weekly hours in employment 
One of the major obstacles to occupational pension scheme membership for 
part-timers has been ineligibility to join. The discussion thus far has shown that 
participation in part-time employment is a principal reason for women's disadvantaged 
occupational pension membership in relation to men. Women are much more likely 
than men to be employed on a part-time basis, and as it was lawful up until recently 
for employers to exclude part-timers from membership, this impacts on substantial 
numbers of women. Even with ineligibility criteria lifted, the low earnings associated 
with part-time employment may be prohibitive to paying expensive pension 
contributions. Where contributions can be afforded the resulting pension benefits may 
be greatly reduced, not only because of pro rata contributions but also because 
depressed pay provides low benefits in final salary schemes. 
Although part-time employment is associated with domestic responsibilities, 
SInce women with children and other caring responsibilities often find part-time 
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employment the only solution within their domestic situation, the needs for a flexible 
workforce means that part-time employment is also crucial to employers (Beechey 
and Perkins 1987). But part-time employees, although valued for their flexibility, are 
under-valued in terms of fringe benefits such as occupational pension provision. 
Figure 6.10 shows that in 1988-90 there were clear differences according to the 
employment hours in terms of whether or not women employees said they worked for 
an employer who ran an occupational scheme4• The relationship was linear, with 
women employed for the least number of weekly hours being less likely to work for 
an employer who ran a scheme. Only 36% of women who were employed for eight 
hours of less per week worked for an employer who ran a scheme compared with 
70% of full-timers. 
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Employers often decline to inform employees who are ineligible for 
membership about their company's pension scheme. Figure 6.10 shows that there was 
a clear relationship between working hours and women's awareness of whether or not 
their employer ran a scheme. Of women employed for eight hours or less per wee~, 
15% said they did not know, and 9% of full-timers did not know whether or not theIr 
employer ran a pension scheme. The Government Actuary showed that in 1991, 
although 33% of employers who ran schemes allowed all part-timers to join the 
scheme, 22% allowed only those employed for 9-15 hours per week and a further 
4 These figures relate to the employee's knowledge about whether or not their 
employer runs an occupational scheme. 
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19% allowed only employees doing 21-25 hours per week (1994: table 5.8). 
Although recent changes in the law have made it possible for part-timers to demand 
equal access to occupational pension scheme membership where such a scheme is 
offered to full-timers, figure 6.10 shows that part-timers are less likely than fu11-
timers to work for employers who run schemes. Therefore a high proportion of part-
timers are unlikely to benefit from the recent legislative changes. 
Income 
As highlighted in previous chapters, women's lower rates of pay in relation to 
men influence their occupational pension membership, in terms of whether or not an 
employer runs a scheme and, if a scheme is available On whether contributions can be 
afforded, and the levels of benefits from future pension if one is secured. Women's 
share of earned income remains minor, despite their increased participation in the 
labour force, because not only do they work considerably fewer paid hours than men 
but their pay per hour is lower. Women's access to occupational pension schemes is 
affected by their lower pay as pension schemes are typically offered to employees 
with higher incomes. 
For this analysis income has been recoded into five bands bounded by the 
lower earnings limit (LEL) for each year, average weekly earnings for men or average 
earnings for women, and the upper earnings limit (UEL). Employees have to pay 
Table 6.4 Earnings categories, based on weekly earnings 
Year Lower Average Average Upper 
Earnings Earnings for Earnings Earnings 
Limit (LEL) Women for Men Limit 
(UEL) 
1988 £41.00 £126.60 £245.80 £305.00 
1989 £43.00 £141.60 £269.50 £325.00 
1990 £46.00 £155.50 £295.60 £350.00 
Average earnings are taken from the New Earnings Survey (Department of 
Employment 1988, 1989, 1990) and are based on average earnings of full-time male 
employees and of full-time and part-time female employees. However many part time 
employees are excluded through not being members of PA YE schemes. 
Band 1 - Below the LEL 
Band 2 - Below women's average earnings but above the LEL. 
Band 3 - Above women's average earnings but below men's average earnings 
Band 4 - Above men's average earnings but below the UEL 
Band 5 - Above the UEL 
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Class 1 NI contributions on earnings between the LEL and the UEL, with levels of 
contributions not increasing on earnings above UEL. Table 6.4 shows the average 
weekly earnings for men and women for years 1988-90 (Department of Employment 
1988,1989, 1990)5. This information has been used to construct earnings bands for 
this analysis. The lowest income band is that below the LEL. Earnings between LEL 
and women1s average earnings comprise band two, and earnings between women1s 
average and men1s average constitute band three. Band four covers earnings between 
men1s average and the UEL, and band five are earnings above the UEL. These bands 
were chosen because they facilitate analysis of pension membership which not only 
relates to occupational pension membership by earnings, but can also be linked to state 
pension provision. 
Gender inequalities in earnings during employment years generate financial 
disadvantages for women during retirement years as pro rata earnings for part-timers, 
and lower earnings generally, not only impact upon the size of benefits received from 
an occupational scheme but also upon whether or not contributions can be sustained. 
Furthermore, those earning below the LEL are not required to pay NI contributions 
and therefore will lose out (unless they pay voluntary contributions or are entitled to 
HRP) on state pension as well. 
Figure 6.11 shows the percentage distribution of men and women whose 
earnings were within the five earnings bands in 1988-90. Twenty per cent of women 
earned below the LEL, compared with only 4% of men, which means that a greater 
proportion of women than men were unlikely to be making NI contributions and, if 
not eligible for HRP credits, were impairing their future independent state pension 
benefits. Weekly earnings are associated with hours in employment and 41 % of part-
timers in the sample earned below the LEL compared with only 3% of women in 
full-time employment. Over half of full-timers were earning women1s average and 
above (bands three, four and five) compared with only 10% of part-timers. 
Figure 6.12 shows the effect of weekly earnings on occupational pension 
membership of men and women employees. Although women had a slight 
membership advantage over men at all levels of earnings, reference back to figure 
6.11 shows that women were much more likely to be located in the lower earnings 
bands where occupational pension membership is inferior. There were significant 
differences in pension membership between women in different earnings bands, with 
only 2% of women who earned below the LEL having occupational pension 
membership compared with a peak of 82% of women earning above the UEL. As 
very few women earning below the LEL have an occupational pension they are likely 
to be disadvantaged in terms of both state and occupational pension membership 
during pensionable years. 
5 There are problems associated with using average earnings from the New 
Earnings Survey as many part-timers (the majority of whom are women) are excluded 
through not being in P A YE schemes. 
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Table 6.5 Percentage with occupational pension membership by weekly earnings 
and hours in employment for women 
Weekly Income 
Weekly Hours Band 1 Band 2 Band 3 Band 4 Band 5 All 
>9 1 16 17 0 33 
9-15 2 12 36 0 25 
16-20 4 23 48 33 100 
21-30 2 21 66 87 68 
I ;~PfT I 2 I 20 I 53 I 84 I 62 I 6 33 66 84 79 
All 2 27 65 84 78 
3 
5 
19 
29 
17 
53 
36 
Tot N 2503 5609 3387 610 425 12534 
Source: General Household Survey 1988-90 (Author's Analysis) 
Differences in pension membership between part-timers and full-timers were 
less distinct as earnings levels increased (table 6.5). This is the likely result of part-
timers on higher earnings receiving a higher hourly rate, and this in tum is associated 
with socio-economic status. Only 20% of part-timers in band two had occupational 
pension scheme membership compared with 33% of their full-time counterparts, but 
84% of both full-timers and part-timers in band four had scheme membership. There 
were also differences among part-timers. For example, only 1 % of those employed 
for less than nine hours per week and earning below LEL had scheme membership 
compared with 33% of those in band five yet doing the same number of hours. Thus, 
both earnings levels and hours worked have an important impact on membership of 
occupational pension schemes, with an indication that earnings has a more important 
effect than hours per se. 
Socia -economic status 
The types of jobs that women have affect their likelihood of occupational 
pension membership. As shown in previous chapters, women are under-represented 
in jobs that give good occupational pension benefits, being concentrated in retail trades 
and personal services where pensions are generally not available or attainable, even 
for employees with continuous labour force participation (O'Rand and Henretta 1982: 
27-28). For the purposes of this analysis, socio-economic status has been categorised 
as in table 6.6. The measure of socio-economic status is based on each individual's 
present occupation, grouped according to opes socio-economic groups and then 
collapsed into six categories. 
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Table 6.6 Socio-economic groups 
Number 
1 
2 
3 
4 
5 
6 
Socio-Economic Group Jobs Included 
Higher Non-manual Managers in large companies 
Professional Employees 
Intermediate Non-manual Managers in Small Companies 
Non-Manual Ancillary Workers 
Non-Manual Supervisors 
Junior Non-manual Junior non-manual 
Skilled Manual Manual Supervisors 
Skilled Manual 
Semi-Skilled Manual Personal Service 
Semi -Skilled Manual 
Agricultural workers 
Unskilled manual Unskilled manual 
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Table 6.7 Percentage with occupational pension membership for women 
employees by socio-economic status and hours in employment 
Socio-Economic Group 
Weekly Hours 1 2 3 4 5 6 All 
>9 (-) 12 3 (-) 1 1 4 
9-15 (-) 17 5 2 3 3 6 
16-20 (-) 32 18 14 13 18 20 
21-30 47 32 20 20 22 12 30 
AllP(f 45 38 14 13 12 5 18 
F(f 75 67 49 42 33 24 54 
All 71 58 34 33 22 11 39 
Tot N 852 3290 4559 613 2678 781 12773 
( - ) N less than 20 
Source: General Household Survey 1988-90 (Author's Analysis) 
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Figure 6.13 shows the distribution of women and men employees in the sample 
in different socio-economic groups. Women were more likely than men to be 
concentrated in the intermediate and junior non-manual socio-economic groups and 
in semi-skilled occupations which include personal service jobs. Though a higher 
proportion of women than men were in junior non-manual occupations, more men 
than women were in higher non-manual occupations. There was little difference 
between the proportion of women in junior non-manual occupations between part-
timers and full-timers, however part-timers were much less likely than full-timers to 
have intermediate non-manual occupations. Only 1 % of full-timers were in unskilled 
jobs compared with 13% of part-timers. Consequently women in part-time 
employment were more likely to be concentrated in manual occupations. 
Figure 6.14 shows how socio-economic status affected the occupational 
pension membership of men and women employees. Women were generally less 
likely to be members than men in all socio-economic groups, however those in higher 
and intermediate non-manual occupations had membership rates close to those of their 
male counterparts. As women are more likely to be concentrated in occupations with 
lower socio-economic status these advantages affect relatively few women. Seventy 
one percent of women in higher and intermediate non-manual jobs had membership 
compared with only 11% of those in unskilled manual occupations. 
There were differences between part-timers and full-timers with part-timers, 
as expected, being generally the least likely to have occupational pension membership 
in all socio-economic groups (table 6.7). However, part-timers in the higher and 
intermediate non-manual occupations fared better than part-timers in other socio-
economic groups and better than full-timers in manual occupations. Forty five percent 
of higher non-manual women working part-time had occupational pension 
membership compared with 42% of skilled manual full-timers. Part-timers were, 
however, more likely than full-timers to be located in manual socio-economic groups 
(figure 6.13) where pension membership was at its lowest. 
Table 6.7 shows that there were substantial differences between part-timers 
according to socio-economic status. Although only a minority of all part-timers 
employed for less than nine hours per week had occupational pension membership, 
those in intermediate non-manual occupations were less disadvantaged, with 12% 
having membership compared with only 1% of those employed in unskilled manual 
occupations. Similarly women employed for between 21-30 hours per week were 
more likely to have pension membership if they were in jobs with higher socio-
economic status; 47% compared with 12% of unskilled workers. Thus, both socio-
economic status and hours worked have an important influence on occupational 
pension membership. 
Size of workplace 
Although weekly hours in employment, income and socio-economic status 
have an effect on women's access to and membership of occupational pension 
schemes, the discussion in Chapter Four suggested that company size and size of 
establishment affect women's occupational pension membership. 
9S 
Company and establishment size has an impact on occupational pension 
membership in at least two related ways. Firstly, company and establishment size will 
impact on whether or not an employer runs a scheme, the types of scheme offered the 
. . ' 
cntena for membership, and the quality of final benefits available under the scheme. 
Secondly, the higher pay associated with larger workplaces and larger companies have 
a positive influence on pension benefit as well as the ability of employees to afford 
contributions. Gender segregation in employment means that women are more likely 
to be disadvantaged as they are disproportionately located in smaller firms. 
In Chapter Four we saw that larger companies and larger establishments are 
more likely to offer occupational pensions (Casey 1994) and those that do generally 
offer superior pensions. Smaller companies and establishments were more likely than 
larger ones to offer group money purchase schemes instead of superior defined benefit 
schemes (Casey 1993). Although, because the data is not collected, it is not possible 
to analyse the effects of company size on occupational pension membership using 
GHS data, information about size of establishment is available. The following 
analysis therefore details the influence of size of establishment. The categories of 
establishment size are as follows:-
Very Small 
Small 
Medium 
Large 
Very Large 
1 -2 employees 
3-24 employees 
25-99 employees 
100-999 employees 
1000+ employees 
Figure 6.15 shows that in 1988-90 women were much more likely than men 
to work in small or very small establishments, 40% of women compared with 24% 
of men. Only 8% of women were employed in very large establishments compared 
with 16% of men. A higher proportion of women in full-time jobs were located in 
larger establishments, 44% compared with only 25% of part-timers. The percentage 
distribution in establishment size for women full-timers was similar to that of men. 
There were clear differences in whether or not an employer ran a scheme between 
different sizes of establishments (figure 6.16), but the gender differences were less 
pronounced. Men and women in larger workplaces were much more likely to say 
their employer ran a scheme, 97% of men and 94% of women compared with only 
20% of the women in the very smallest workplaces and 39% of men. 
The differences in scheme provision according to establishment size is 
plausibly associated with sector of employment. Unfortunately, since 1987, the GHS 
has not included questions about public and private sector employment, but size of 
workplace can be used as an indicator of sector of work (Government Actuary 1994). 
My own analysis of the GHS 1987 shows that about 43% of women employees in the 
private sector worked in small or very small establishments compared with about 23% 
of those in the public sector. About 48% of public sector women employees worked 
in large or very large establishments compared with about 32% of private sector 
women employees. Employees in the public sector are much more likely to work for 
an employer who runs a scheme, and are much more likely to belong to that scheme 
than employees in the private sector (Government Actuary 1994). 
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Figure 6.15 
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Figure 6.17 
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Table 6.8 Percentage with occupational pension membership by establishment size 
and weekly hours in employment for women employees 
Establishment Size 
Weekly Very Small Medium Large Very All 
Hours Small Large 
-
>9 0 3 5 6 (-) .- 3 
9-15 3 4 7 8 7 6 
16-20 8 12 22 29 34 20 
21-30 15 21 34 36 47 30 
I ;~P!f I 5 I 11 I 20 I 25 I 33 I 17 20 36 55 62 78 54 
All 9 22 40 50 65 38 
Tot N 588 4486 3286 3498 1238 13096 
(-) N less than 20 
Source: General Household Survey 1988-90 (Author's Analysis) 
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Figure 6.17 shows that men were more likely than women, in all sizes of 
establishments, to have occupational pension membership. Only 10% of women in 
the very smallest establishments had pension membership compared with 31 % of men, 
and in the very largest workplaces 86% of men had pension membership compared 
with only 64% of women. 
Of women in the largest establishments only a minority of women part-timers 
(33%) had an occupational pension compared with 78% of women in full-time jobs 
(Table 6.8). Women in smaller establishments employed for the least number of hours 
were the most disadvantaged in membership. Of part-timers employed for 21-30 
hours per week in very large establishments, 47% had membership compared with 
only 15% of those in very small establishments. 
The larger the woman1s place of employment the more likely the employer was 
to run an occupational pension scheme and a higher percentage of the female workers 
had scheme membership. However, for all sizes of workplace there was a large 
discrepancy between employer run schemes and women1s actual membership, which 
was mainly a consequence of hours in employment. Therefore both hours and 
establishment size affect occupational pension membership. Though larger 
establishments are associated with public sector employment and related occupational 
pension provision advantages, part-timers are disadvantaged in membership in relation 
to full-timers. 
Ethnic Origin 
Although the number of women from ethnic minority origin was small in the GHS 
1988-90 sample, it was possible to analyse, albeit in a very limited way, differences 
in occupational pension scheme membership between employees from different ethnic 
groups. Table 6.9 shows that white women employees were the most disadvantaged 
in occupational pension membership with only 37% having an occupational pension. 
In contrast, amongst men, it was those of white ethnic origin who were the most 
advantaged, with 62% having occupational pension membership. Among women, 
Afro Caribbean women had the advantage with 55% having membership, and indeed 
Afro Caribbean women had a slight advantage over Afro Caribbean men. Women1s 
disadvantage in occupational pension scheme membership, therefore, held true for all 
except employees of Afro Caribbean origin. Some of the differences can be accounted 
for by differences in sector of employment and, for women, participation in part-time 
employment. 
There were large differences in part-time employment between women in 
different ethnic groups. Forty five percent of white women employees worked part-
time, compared with 25% of Afro Caribbean women, 24% of Indian women and only 
19% of PakistanilBangladeshi women. Therefore differences in membership 
associated with part-time and full-time employment affect a larger proportion of 
white women employees. Table 6.10 shows that a larger proportion of Afro Caribbean 
women in full-time jobs (62%) had membership than white women full-timers 
(54%). Indian women in full-time employment were the most disadvantaged, with 
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Table 6.9 Percentage with occupational pension membership by ethnic origin and 
sex of employees (women aged 16-59 and men aged 16-64) 
Ethnic origin 
White Afro Pakistani/ Indian All 
Caribbean Bangaldeshi 
Women 37 55 43 38 38 
Total 12611 146 156 29 12942 
Men 62 54 54 47 61 
Total 14384 116 192 64 14756 
All 50 54 49 44 38 
Tot N 26995 262 348 93 27698 
Source: General Household Survey 1988-90 (Author's Analysis) 
Table 6.10 Percentage with occupational pension membership by ethnicity and 
hours for women employees 
Ethnic origin 
Weekly White Afro Pakistani/ Indian All 
Hours Caribbean Bangladeshi 
Full Time 54 62 48 41 54 
Total 6964 110 126 22 7222 
Part Time 16 36 23 (-) 18 
Total 5647 36 30 7 5270 
I Tot N I 12611 I 146 I 156 I 29 I 12942 
( - ) N less than 20 
Source: General Household Survey 1988-90 (Author's Analysis) 
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only 41 % having an occupational pension6• Therefore although participation in full-
time employment is clearly advantageous to women in occupational pension 
membership there are substantial differences in the extent of this advantage according 
to ethnic origin. There are notable differences in membership among women part-
timers. Only 16% of white part-timers had membership compared with 36% of Afro 
Caribbean women in part-time employment. These differences are accounted for, to 
a large extent, by other labour market variations. 
Although, due to small sample size, it is not possible to cross tabulate for 
many differences between women and men of different ethnic origins and occupational 
pension membership, tables 6.11 and 6.12 give an indication of labour market 
differences, which affect occupational pension membership. Table 6.11 shows the 
labour market situations of women according to ethnicity. Although, as discussed 
earlier, a higher proportion of white women were in part-time employment than 
women from any other ethnic group, white women have a similar income distribution 
to women of PakistaniIBangladeshi origin, even though these women had the lowest 
participation in part-time employment. Therefore women of Pakistani and 
Bangladeshi origin encounter serious earnings disadvantages in the labour market. 
Afro Caribbean women were the highest earners and this corresponds with the higher 
proportion in full-time work and their advantage in occupational pension membership. 
It is the preponderance of Afro Caribbean women employees in the public 
sector which largely accounts for their occupational pension membership advantage. 
The location of a much higher proportion of Afro Caribbean women in large 
establishments (63%) is consistent with public sector employment, where occupational 
pensions schemes are usually available. White women were the least likely to work 
in large establishments and the most likely to be in small establishments, associated 
with their higher propensity to part-time employment and their lower involvement in 
public sector employment. 
Unlike Afro Caribbean women, Afro Caribbean men were the lowest earners 
(table 6.12), with only 21 % _ earning men's average earnings and above (bands four 
and five). A large proportion of Indian men, 44%, had earnings in bands one and 
two, and these differentials explain some of the disadvantaged occupational pension 
scheme membership of men from minority ethnic origin. Men from ethnic minority 
origin work in larger establishments, but this does not provide increased occupational 
pension membership. It was their depreciated earnings, as well as the higher 
proportion of Afro Caribbean and Indian men in manual occupations which 
disadvantaged them not only in the labour market generally, but also in their 
occupational pension membership. 
The disadvantages that women encounter in the labour market are most acutely 
visible when ethnicity is considered. The lower rate of occupational pension scheme 
membership for white women is accounted for largely by their location in part-time 
6 However, the base numbers are relatively small and some of these percentages 
may therefore be unreliable. 
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Ethnic Origin 
\Vhite Afro Pakistani! IndiJn All 
Caribbean Bangladeshi 
Earnings 
Bands 1 & 2 64 46 63 60 64 
Band 3 28 46 30 32 28 
Bands 4 & 5 8 8 7 8 8 
Tot N 11695 121 128 25 11969 
$ocio-Economic 
Status 
Manual 32 28 40 32 32 
Non-Manual 68 72 60 68 68 
Tot N 12197 143 148 28 12516 
Establishment Size 
1-24 Employees 39 21 30 32 39 
25-99 Employees 25 16 26 21 12 
100+ Employees 36 63 44 47 32 
Tot N 12548 144 156 28 12786 
Source: General Household Survey 1988-90 (Author's Analysis) 
Table 6.12 Labour market characteristics of men employees by ethnic origin 
Ethnic Origin 
White Afro Pakistani! Indian All 
Caribbean Bangladeshi 
Earnings 
Bands 1 & 2 16 19 24 44 16 
Band 3 46 60 48 34 46 
Bands 4 & 5 38 21 28 22 37 
Tot N 12585 80 157 63 12885 
$ocio-Economic 
Status 
Manual 52 69 48 65 48 
Non-Man 48 31 52 35 52 
Tot N 13856 109 184 62 14211 
Establishment Size 
1-24 Employees 27 25 23 33 27 
25-99 Employees 25 22 20 14 25 
100+ Employees 48 53 57 53 48 
Total N 14328 115 189 64 14696 
Source: General Household Survey 1988-90 (Author's Analysis) 
102 
employment, although lower earnings in relation to men and other gender 
disadvantages in the labour market are also contributory factors. However, Pakistani 
and Bangladeshi women are seriously disadvantaged in weekly earnings, even though 
fewer are employed on a part-time basis. This earnings disadvantage accounts for 
some of the disadvantaged pension membership of women from Bangladeshi and 
Pakistani origin. Women of Afro Caribbean origin have occupational pension scheme 
membership on a par with Afro Caribbean men and this may be largely due to their 
location in public sector employment and their location in full-time employment. 
Men of minority ethnic origin are the most disadvantaged in terms of occupational 
pension scheme membership, and lower earnings and lower socio-economic status 
accounts for some of these differences. Therefore, although women in general are 
disadvantaged in occupational pension membership there are important differences 
associated with ethnic origin. 
Women, Employment and Occupational Pension Disadvantage 
The nature of women's employment directly affects their occupational pension 
membership and consequently their financial security during retirement. Although 
women in full-time employment are generally comparable to men in terms of access 
to, and membership of, occupational pension schemes, women in part-time jobs are 
far more disadvantaged. Part-timers employed for the smallest number of hours are 
the most disadvantaged, with only a minority working for employers who run schemes 
and an even smaller minority having scheme membership. The changes in legislation 
outlawing the membership ineligibility of part-timers is likely to only help a minority 
of part-timers. Part-timers often work in establishments that do not offer pensions 
and therefore will be unsuitable for redress. 
Part-timers are further disadvantaged by their lower earnings. Those earning 
below the LEL, the majority of whom are women part-timers doing the smallest 
number of hours, are ineligible to pay NI contributions (unless they pay voluntary 
contributions, the cost of which often make contributions financially prohibitive), and 
if not protected by HRP are likely to have impaired their independent state pension 
membership. Their disadvantage therefore covers both occupational and state 
schemes. Employees with sustained low earnings (the majority of whom are women 
and people for ethnic minority origin), yet have scheme membership, will have low 
occupational benefits and these benefits are likely to become a disadvantage in 
pushing them over the threshold for means-tested benefits (Walker et al 1989). 
The problems of future financial security during pensionable years associated 
with part-time employment interact with the disadvantages associated with lower 
income, where women on lower wages (both in terms of weekly earnings and hourly 
rates) are less likely to work for an employer who runs a scheme and less likely (if 
eligible) to belong. Women's location in jobs accorded lower socio-economic status, 
results in poor rates of pay. Low pay makes contributions difficult to afford thereby 
creating a disadvantaged group, mainly comprising of women, who are excluded on 
financial grounds. Earnings differentials impact on occupational pension provision as 
the profusion and quality of occupational pension schemes is positively linked to 
income, with those on higher incomes enjoying more access to, and superior 
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remunerative benefits from, occupational pensions schemes. Women on limited 
earnings are not only likely to be financially insecure during their employment years 
but their ability to save for a more financially secure future retirement is also 
restricted. 
Women in general are more likely than men to be employed in smaller 
establishments suffering disadvantages in occupational pension welfare, because 
women in smaller work places are both less likely to work for an employer who runs 
a scheme and less likely to have membership. This obstacle affects a huge number 
of women as many women are employed in smaller work places. The relationship 
between large places of employment and public sector employment accounts for some 
of the advantages in occupational pension scheme membership associated with larger 
establishments. Women of Afro Caribbean origin are more likely to work in the 
public sector and therefore in larger establishments where pensions are offered. 
It is clear that domestic responsibilities have a profound impact on women's 
labour market participation which, in tum, disadvantages women in occupational 
pension scheme membership. However, domestic responsibilities are not the only 
contributory factor as women are disadvantaged in the labour market whether or not 
they have caring responsibilities. 
Structural constraints on women's employment, and therefore on their access 
to and membership of occupational pension schemes, are obviously a vital component 
in their securance of financial well-being in future retirement. This chapter has 
sho~n the independent effects of a number of factors on occupational pension 
membership, for example the independent effects of both hours of work and earnings. 
In order to define the relative strengths of association of these factors with the 
probability of occupational pension membership, the simultaneous effects of a number 
of variables will be considered in Chapter Nine, using multivariate analysis. However, 
in the next chapter I will examine how these factors impact on the PPP membership 
of both the self-employed and employees. 
104 
Chapter Seven 
Gender, Personal Pensions and Self-Employment 
Introduction 
The previous chapter showed that women employees are generally disadvantaged in 
relation to men in occupational pension membership. The discussion also showed that 
some groups of women are disadvantaged in relation to others, for example women 
in part-time employment, on lower earnings and working in smaller establishments 
have lower levels of occupational pension membership. The changes enforced in 
1988, as a consequence of the Social Security Act (1986), have given employees an 
alternative second-tier pension option of APPs, that is PPPs which have been 
approved to constitute a second-tier pension alternative l . Recent controversies over 
transferals from occupational schemes to APPs, from SERPS to APPs, and the 
financial gains made by financial 'advisers' in this respect, have made APPs a subject 
of media and government attention. 
PPPs are not a new phenomenon. Employees have been able to save for 
retirement through personal pension plans for many years (Braithwaite 1991). For 
employees, they often supplemented retirement pensions from other sources. This 
chapter considers women's PPP membership and will include discussion about the 
self-employed. The role of PPPs is especially crucial to the self-employed as these 
are the only form of second-tier pension available to them. Occupational schemes are 
generally not available to the self-employed and, as the self-employed do not pay 
Class 1 NI contributions neither is SERPS. In contrast, employees have a quite 
different relationship to PPPs as they are generally financially inferior to occupational 
schemes and can be inferior to SERPS. Therefore the analysis of PPP membership, 
in respect of self-employed individuals presumes they confer advantage in terms of 
pension provision, whereas in relation to employees the possession of a PPP cannot 
be presumed to be necessarily advantageous. 
In relation to employees there are limitations to the extent of this analysis as 
the GHS data does not differentiate between PPPs paid in conjunction with another 
forms of second- tier pension membership (either SERPS or an occupational scheme) 
and APPs, which are contracted-out of SERPS. With this limitation in mind the 
analysis still provides some valuable insights. Before exploring PPP membership I 
examine problems associated with analyzing women and self-employment. 
Unfortunately, due to the small numbers of women from ethnic minority origin in the 
GHS sample who were in self-employment, the chapter does not address differences 
around ethnic origin. 
Difficulties with the Analysis of Self-Employment 
Curran and Burrows (1989) argue that the political emphasis in Britain on the 
'enterprise culture' has made the study of small firms vital in any analysis of economic 
1 See Chapter Three for more detailed discussion 
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life. Although there has been some research on male self-employment, the discussion 
in Chapter Two highlighted the relative dearth of literature on women and self-
employment (work by Allen and Truman is a notable exception). Problems have 
arisen due dfthe lack of a suitable definition to adequately categorise self-employed 
people (Allen and Truman 1992). For example, Casey and Creigh (1988) assert that 
due to regulations used by the Inland Revenue for tax and NI purposes, 30% fewer 
women are classified as self-employed by the Inland Revenue than by analyses like 
the Labour Force Survey which use self definition. Therefore an understanding of 
self-employment in general is frustrated by the shortage of adequate official statistics 
(Curran and Burrows 1989, Hakim 1988). This directs us to the problems associated 
with using existing official data for an analysis of self-employment. Although the 
GHS states that it will 'usually' accept the ways in which 'informants' classify 
themselves, if uncertainty arises it will classify according to how they are described 
for tax purposes (ESRC Data Archive 1992). Allen and Truman, however, warn 
against expanding the classification of self-employment to include all manner of work 
activity because many of the new self-employed are 'disguised wage earners, contract 
labour tied into large capital, sub contracting for work they previously did as direct 
employees' (1992: 171). 
Women and Self-Employment 
My aim in this section is to locate the GHS data in previous research on the self-
employed. The discussion in Chapter Two showed how research on women has 
highlighted the lack of opportunity for women in the formal labour market, making 
self-employment the only, or last, possibility for many women of earning a living 
(Morokvasic-Muller 1988). Consequently, women's self-employment needs to be 
located in women's position in the formal labour market and how this interacts with 
all forms of work, including unpaid domestic labour (Allen and Wolkowitz, 1987, 
Allen and Truman 1992). The driving force of the argument is that rather than self-
employment being a choice for many women, it may be ventured into out of necessity. 
Self-employment might be a valuable option to women at different stages in the life 
course, for example to women involved in childbearing and childrearing. 
Self-employed women and women employees 
Research has shown that self-employed people are found in greater 
concentration among older age groups than employees (Eardley 1991). In the GHS 
sample, a larger proportion of self-employed than employee women were in relatively 
older age groups, with 68% over 35 years of age compared with 54% of employed 
women. Only 7% of self-employed women were under 24 compared with 22% of 
employees. These different age profiles are associated with life course changes 
relating to domestic responsibilities and the interaction of these with the deficiency of 
paid jobs, and especially well-paid jobs, available to older women. 
The self-employed work longer hours than employees, leading to an 
identification being made between 'self-employment' and 'self-exploitation' (Rubery 
1988). Self-employed women in the GHS sample were, however, slightly less likely 
to work long hours than women employees. Self-employed women were more likely 
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than employee women to be in part-time jobs (up to 30 hours per week) and were 
more likely to be doing the smallest number of hours, with 25% of self-employed 
women working up to 15 hours per week compared with 18% of employees. 
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We saw in the previous chapter that women employees had depreciated 
earnings in comparison with male employees, but the self-employed women in the 
sample were even more concentrated among the lowest earners2. Figure 7.1 shows 
that 37% of self-employed women were earning below the LEL compared with 20% 
of employee women. Therefore self-employed women are likely to be amongst the 
lowest earners in Britain. 
Different life course circumstances have important effects on labour force 
involvement. Analysis of the domestic responsibilities of the women in the GHS 
sample showed some differences between self-employed and employee women. 
Eighty two percent of self-employed women were married or cohabiting compared 
with 70% of women employees. A larger proportion of employee women were 
2 The same income bands as those used in chapter six are used here, except the 
two higher bands have been combined into a single band relating to men's average 
earnings and above, because of the small number of self-employed women earning 
above the UEL. 
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single, 21 % compared with less than half of this figure (9%) of self-employed 
women. These differences are associated with caring obligations. 
The only alternative for women with very young children may be paid work 
at home. Although this can take the form of home-working as an employee, it can 
also be facilitated by self-employment. As children grow up so limitations on and 
opportunities for employment, self-employment and business activity may change 
(Allen and Truman 1992). Self-employed women in the GHS sample were more 
likely to have a dependent child under school age than employees, 19% compared 
with 10% of women employees. Fewer had no dependent children, 29% compared 
with 36% of women employees. Self-employment is therefore a viable way of 
combining paid work with child-care responsibilities. 
Gender differences in self-employment 
Eardley (1991) suggests that part-time self-employment is particularly 
important for women. In the GHS sample only 4% of self-employed men were in 
part-time work compared with 49% of self-employed women, so women dominate 
among self-employed part-timers. 
It is part-time work which explains some of the disadvantages in self-
employed women's earnings. Over half of self-employed women who were part-time 
earned below the LEL (table 7.1a) and only 5% had earnings in bands four and five. 
Women full-timers had higher weekly earnings than part-timers, but they were greatly 
disadvantaged in relation to men. Although earnings from self-employment were 
generally lower than those gained as an employee, self-employed men were much 
more likely to be on higher earnings than self-employed women. Over a third of 
self-employed women (37%) earned below LEL compared with only 6% of self-
employed men, and a further 38% of self-employed women were in earnings band 
two compared with only 25% of men. Therefore a large majority of self-employed 
women earn below the average earnings of women employees (bands one and two) 
and are consequently exceedingly financially disadvantaged. 
Earnings are not only affected by weekly hours in employment but also by 
occupation. A higher proportion of self-employed women in part-time employment 
were in manual occupations than full-timers (table 7.1b), 62% compared with 46% 
of self-employed women full-timers. The overall distributions for self-employed 
men and women were, however, very similar. 
The lengths of service between self-employed women part-timers and full-
timers were broadly similar (table 7.1c), but overall self-employed women were less 
likely than self-employed men to have been in their jobs for long periods. Over half 
(58%) of self-employed women had less than five years service compared with 43% 
of men. Sixteen percent of self-employed men had 20 years or more service 
compared with only 7% of women. Businesses that have been running for longer 
periods are more likely to be making greater profits and therefore the earnings 
disadvantages suffered by self-employed women may be explained partly by their 
relatively shorter business ventures. Many of the newer businesses are a product of 
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Table 7.1 Labour market characteristics of self-employed men and women 
All Self- Women Men 
Employed 
Part Full All All 
Time Time 
(a) Earnings 
Band 1 13 51 26 37 6 
Band 2 28 35 50 38 25 
Band 3 31 9 7 15 36 
Band 4 7 1 6 3 9 
Band 5 20 4 11 7 24 
(b) Class 
Employers!Managers 29 19 41 30 29 
Non-Manual 16 19 13 16 15 
Manual 55 62 46 54 56 
(c) Length of Service 
Less than 1 year 15 22 21 21 13 
1 - >2 Years 11 12 14 13 10 
2 - >5 Years 21 24 23 24 20 
5 - >10 Years 19 18 18 18 19 
10 - >20 Years 20 17 16 16 22 
20 Plus Years 14 7 7 7 16 
Total 4265 520 537 1057 3207 
Key Band 1 - Below the LEL 
Band 2 - Below women's average earnings but above the LEL 
Band 3 - Above women's average earnings but below men's average earnings 
~and 4 - Above men's average earnings but below the UEL 
Band 5 - Above the UEL 
Source GHS 1988-90 (Author's Analysis) 
the 'enterprise culture' (Curran and Burrows 1989) and therefore are merely disguised 
poorly-paid wage labour. Self-employed women are often the most disadvantaged 
in terms of financial rewards from their labour and this affects their ability to ensure 
a financially secure retirement. 
Women's Domestic Responsibilities and PPP Membership 
The analysis of the differences in occupational pension scheme membership between 
different groups of women in the previous chapter highlighted the effects of differing 
labour market circumstances and domestic responsibilities on women's access to and 
membership of occupational pension schemes. The following analysis will focus on 
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how responsibilities affect the PPP membership of both women employees and self-
employed women. Non-state pension provision varies for different types of paid work 
as the self-employed are not legally required to secure second-tier pension provision. 
Conversely employees are required to obtain a second-tier of pension provision, 
providing they earn above LEL, and should they choose to opt out of SERPS they 
must either take out an occupational scheme or a PPP in its place. This seemingly 
gives more choice to employees, however, as we saw in the previous chapter, not all 
employees work for an employer who runs a scheme, and not all those who do are 
eligible for membership. 
Although occupational pension schemes are usually the most financially 
rewarding of the non-state pensions schemes available, some women (and men) opt 
for PPPs. Media coverage has devoted much discussion to unscrupulous financial 
advisers who have persuaded employees to opt out of occupational pension schemes 
into PPPs at a huge financial loss. However, some women may opt for PPP 
membership instead of occupational pension membership, lured by the benefits of the 
flexibility of PPPs. Women's desire for pension flexibility is particularly associated 
with their domestic responsibilities. 
Domestic responsibilities may have a differential impact on women in self-
employment than on women employees, as the greater flexibility associated with sclf-
employment might allow for greater room for manoeuvre when juggling paid and 
unpaid responsibilities. However, this flexibility should not be over-stated, as self-
employment may still demand rigid hours of work along with many hours in tasks 
such as book-keeping. Time spent in employment, whether as a self-employed 
person or an employee, is still exhausting when coupled with unpaid domestic labour. 
Moreover, women's self-employment cannot be isolated from the lack of choice due 
to structural constraints on women's employment which often force women to 
undertake self-employment (Allen and Truman 1992: 167). 
As we have seen in previous chapters, the discontinuous nature of women's 
employed lives is significant in producing disadvantages in their retirement income. 
The association of PPP membership for self-employed women over the life course 
was slightly M-shaped (figure 7.2), with the first peak of membership at age 25-29 
and the second peak at age 50-54. Although it might be expected that due to the 
flexibility associated with self-employment that self-employed women's PPP 
membership would be relatively unaffected by domestic responsibilities, the slight M-
shaped distribution suggests that their domestic responsibilities are associated with 
their PPP membership. Ineligibility rules do not affect the PPP membership of self-
employed women so it is likely that depreciated earnings and other labour market 
factors are the major causes of membership differences. 
Domestic responsibilities are linked to part-time employment. Like part-time 
employees, part-time self-employed women were less likely to have non-state 
pension scheme membership than their full-time counterparts. Among 
those working for less than 16 hours per week, self-employed women had a higher 
rate of PPP membership than women employee's had non-state pension membership. 
A minority of full-time self-employed women had a PPP (37%) compared with a 
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Figure 7.2 
PPP Membership of Self-Employed Women 
By Age 
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majority (64%) of full-time women employees with non-state pension membership. 
The difference in PPP membership between self-employed part-timers and full-timers 
was much less pronounced compared with the differences in non-state pension 
membership between part-time and full-time employees. There may be a number of 
plausible explanations for this. PPPs have at all times been optional for the self-
employed, however, until the 1988 changes some employers could oblige employees 
to take up occupational pension scheme membership as a condition of employment. 
This would have particularly affected the membership patterns of full-time employees 
as part-timers were often ineligible for occupational scheme membership. All non-
state schemes are now optional, but many women employees will have chosen to stay 
in their once-compulsory occupational schemes, although this may decrease in the 
future as women take on new jobs. As shown earlier, self-employed women full-
timers often have only meagre earnings from their work making contributions to PPPs 
prohibitive. 
Women's disadvantage in PPP membership is greater than in occupational 
pensions. The occupational pension membership of full-time women employees was 
largely equal to that of men (tables 6.1 and 6.2), but this was not the case for self-
employed women. Only 37% of self-employed women full-timers had PPP 
membership compared with 64% of self-employed men. 
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Gendered Disadvantages in PPP Membership 
As shown in Chapter Five (table 5.1), the majority of women and men in the GHS 
sample were employees. Only 5% of women aged 16-60 were in self-employment 
and only 14% of men aged 16-65 were self-employed. Table 6.1 showed that only 
a minority of all men (22%) and women (7%) had a PPP. Among employees only 
10% of women employees had a PPP compared with 20% of men employees. This 
relative scarcity in membership cannot necessarily be assumed to be a disadvantage 
for employees as PPPs can be financially inferior to both occupational schemes and 
to SERPS. 
The difference in PPP membership between self-employed men and women 
is very alarming as the self-employed have no other option of second-tier pension 
provision than PPP membership. Table 6.1 showed that only 28% of self-employed 
women had a PPP compared with 64% of self-employed men. Unless second-tier 
pension provision is gained from periods spent as employees, the majority of self-
employed women will have to rely on the basic state pension and means-tested 
benefits for financial welfare during retirement. 
Some of the influences on gender differences in PPP membership are outlined 
in table 7.2. Among employees, married men were the most likely to have a PPP 
(21 %), whereas it was previously married women employees who had the highest 
membership (15%) (Table 7.2a). These patterns were mirrored amongst self-
employed men and women, but only 33% of previously married self-employed 
women had a PPP compared with 69% of married men. The presence and ages of 
dependent children had little effect on the PPP membership of self-employed and 
employee men, but for women the association was much greater, especially among the 
self-employed (table 7.2b). Self-employed women without dependent children were 
much more likely to have a PPP than those with dependent children, 36% and 25% 
respectively. Age of youngest child had a greater effect. Self-employed women with 
a child under five were the most disadvantaged with only 18% having a PPP, half the 
proportion of 36% for self-employed women with no dependent children. Women 
employees without children were slightly more likely to have PPP membership than 
women with dependent children, 11% compared with nine percent. 
Length of service affected the PPP membership of employees (Table 7.2c). 
The longer the service the less likely they were to have a PPP, and for both men and 
women the peak of PPP membership was for those with a length of service of between 
one and five years, which coincides with the promotion of PPPs and the optional 
nature of occupational pensions since 1988. As shown in the previous chapter, 
employees with longer service records were more likely to have an occupational 
scheme and therefore for these, PPP membership would be more likely to supplement 
rather than replace other forms of second-tier pension provision. 
Focusing on the self-employed, table 7.2c shows that it was women and men 
who had been in self-employment for the longest periods who were the most likely 
to have PPP membership. In spite of this men were much more likely than women 
to have PPP membership, with a peak of only 38% of women who had 10-20 years 
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Table 7.2 Percentage with PPP membership for employee and self-employed men and women 
-
Employees Self Employed 
11 
All Women Men All \VonlCn Men All I I 
Employ I I I 
ed 
PPP Membership 20 10 20 15 28 6-l S5 
(a) Marital Status 
Married 22 10 21 16 28 69 S9 
Previously Married 20 15 19 16 33 58 49 
Single 15 9 16 9 24 40 37 
(b)Parental Status 
Under 5 23 7 23 17 18 65 53 
5 + 15 10 20 15 27 66 S6 
All with children 17 9 20 15 25 66 55 
No children 20 11 19 15 36 61 56 
(c) Length of Service 
Less than 1 Year 16 10 21 15 16 38 30 
1 - >2 Years 21 11 26 18 20 51 41 
2 - >5 Years 22 11 26 18 29 60 51 
5 - >10 Years 24 10 23 17 35 71 63 
10 - >20 Years 20 9 15 12 38 77 69 
20 Plus Years 20 6 10 9 34 73 68 
(d)Earnings 
Band 1 5 3 6 3 12 46 23 
Band 2 15 10 16 12 35 57 50 
B,:md 3 22 13 22 19 50 70 68 
Band 4 22 14 19 18 (-) 72 69 
Band 5 28 15 20 20 60 83 81 
(e)Class 
Employees 
Higher Non-Manual 18 15 19 18 
Intermediate 18 13 24 18 
Junior Non-Manual 11 10 15 11 
Skilled Manual 22 11 23 22 
Semi-Skilled Manual 12 8 18 12 
Unskilled Manual 6 2 12 6 
Self-Employed 
Employers/Managers 59 43 76 59 
Non-Manual 60 35 68 60 
Manual 42 18 SO 42 
Total 32566 13244 15058 28302 1057 3207 4264 
(-) N less than 20 
Sou rcc G HS 1988-90 (Author's Analysis) 
113 
of service compared with 77% of their male counterparts. Self-employed women 
were more likely than self-employed men to have been in their current self-
employment for shorter periods (table 7.1). 
In terms of labour market characteristics, women and men employees on lower 
earnings were less likely than their higher earning counterparts to have a PPP (table 
7.2d). In the previous chapter we saw that employees on lower earnings were also 
less likely to have an occupational scheme. For employees earning below the LEL 
(the majority of whom are women) who are not eligible for NI credits, PPP 
membership will be their only form of second-tier pension, unless they are making 
voluntary contributions to the state scheme or are amongst the small minority of very 
low earners with occupational pension membership. On such small earnings it is 
unlikely that benefits from PPPs will amount to much upon retirement and indeed may 
push them over the limits for means-tested benefits (Walker et al 1989). 
For the self-employed table 7.2d shows that their earnings level had an 
important effect on PPP membership with 50% of women on band three earnings 
having a PPP compared with only 12% of women earning below LEL. Self-
employed men were much more advantaged at all levels of earnings with 46% of men 
earning below LEL having a PPP and 83% of men earning UEL and above. As 
shown earlier, self-employed women were amongst the lowest earners which explains 
some of their disadvantage in PPP membership. Lower earnings make contributions 
to a PPP for many self-employed women prohibitive. Although men's income from 
self-employment was less than that earned by male employees, they were still 
financially more able to make contributions to a PPP than women. 
Women employees in non-manual occupations were more likely to have a PPP 
than those in manual occupations (table 7.2e). As shown in the previous chapter, 
these women were also more likely to have an occupational pension scheme. For 
employees with other forms of second-tier pensions, PPPs are a supplement rather 
than a replacement. Among men employees, the association between PPP membership 
and socio-economic status was less linear than for women, with men in higher level 
non-manual and manual occupations having proportionately more PPP membership 
than their lower level counterparts. Among the self-employed it was those who were 
managers and employers who had the advantage. For example, only 18% of self-
employed women in manual occupations had a PPP compared with 50% of their male 
counterparts. Self-employed women, irrespective of socio-economic group, were 
disadvantaged. 
There were differences in the PPP membership of self-employed women in 
part-time and full-time work after controlling for other factors. Table 7.3 shows that 
higher earning self-employed women part-timers had more PPR membership than 
their lower earning counterparts, with only a small minority (95) of those earning 
below the LEL having a PPP. In the highest earnings bands the PPP membership of 
part-timers was comparable to that of full-timers. In terms of socio-economic status, 
part-timers in manual occupations were the most disadvantaged in their PPP 
membership, and part-timers who were employers/managers had less membership than 
full-timers in non-manual work, 30% compared with 48%. But still the membership 
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Table 7.3 Percentage with PPP membership by weekly hours in employment 
among self-employed women by earnings and class 
Women 
Part Time Full All 
Time 
(a) Earnings 
Band 1 9 19 12 
Band 2 24 45 35 
Band 3 32 59 50 
Bands 4 & 5 56 55 55 
(b) Class 
Employers!Managers 30 49 43 
Non-Manual 26 48 35 
Manual 14 23 18 
Total 520 537 1057 
Source GHS 1988-90 (Author's Analysis) 
of full-timers, after controlling for these factors, did not reach the membership levels 
of their male counterparts (table 7.2). 
Gender disadvantages in occupational pension membership for employees are 
mirrored in the gendered disadvantage in PPP membership for self-employed women. 
Family responsibilities, more frequent job changes, low weekly hours and associated 
low earnings affect self-employed women's PPP membership in the same way as they 
affect employee women's occupational pension membership. But full-time self-
employed women are severely disadvantaged in PPPs after controlling for other factors 
like earnings and class, but this was not the case for occupational pensions. Therefore 
there is greater gender disadvantage in PPPs for both self-employed and employee 
women and thus this form of pension is gendered to a greater extent than occupational 
pensions. 
Combined Pensions: Occupational Pensions and PPP Membership 
A larger proportion of men employees (6%) than women employees (2%) had both 
an occupational scheme and a PPP (table 6.1). Membership of both types of non-
state pension plausibly indicates that the PPP was not a replacement for other second-
tier provision (that is an APP,) but rather an addition to it. Membership of both types 
could also indicate employment in two (or more) jobs, one covered by each type of 
scheme (Thomas et al 1994: 94). As a higher proportion of men than women had 
both forms of non-state provision they are more likely to be among the better off 
during future retirement. It is those with higher earnings who are most likely to be 
able to afford contributions to both types of scheme. 
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Table 7.4 Percentage with non-state pension membership by weekJy earnings 
among employee women 
WeekI yEarnings 
Band 1 Band 2 Band 3 Bands 4 & 5 All 
PPP only 2 9 10 8 8 
PPP & Occ * 1 3 6 2 
All N/S 4 36 76 91 46 
Tot N 2503 5609 65 162 12534 
Ke y Dcc - Occu P atIonal Scheme 
N/S = Total Non-State Membership 
* Less than 1% 
Source GHS 1988-90 (Author's Analysis) 
Table 7.S Percentage with non-state pension membership by weekJy earnings 
among employee men 
Weekly Earnings 
Bands 1 & 2 Band 3 Band 4 Bands 5 
PPP 13 16 12 11 
PPP & Dcc 2 6 7 9 
All N/S 34 79 90 93 
All 
14 
6 
76 
Tot N 2182 6057 1774 3056 13069 
Ke Occ = Occu y P atIOnal Scheme 
N/S = Total Non-State Membership 
Source GHS 1988-90 (Author'S Analysis) 
Table 7.4 shows the aSSOCIatIOn between weekly earnings and non-state 
pension membership of women employees. The membership advantage is taken by 
women employees on band four earnings and above, with the vast majority (91 %) 
having a non-state pension. Those with lower earnings were less likely than their 
higher earning counterparts to have non-state pension membership. Only a small 
proportion of the total non-state pension membership is accounted for by a PPP only 
for high earning women employees. Few women, two percent, had membership of 
both an occupational scheme and a PPP. Dual-membership was greatest for these 
high earners, but still only six percent of the highest earners had both an occupational 
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scheme and a PPP. A substantially greater proportion of the lowest earners with a 
non-state scheme had only PPP membership, but by far the majority of low earners 
had no state or non-state scheme provision at all. 
The dual-membership of men employees was also related to earnings (table 
7.5). Like women, it was male employees on higher earnings who had the non-state 
pension membership advantage, with 93% of men in earnings band five having non-
state pension membership. Men on lower earnings were less likely than their higher 
earning counterparts to have a non-state pension, and like lower earning women PPP-
only membership accounted for a higher proportion of the total non-state pension 
membership of lower earning male employees than higher earners. A higher 
proportion of men than women, six percent, had membership of both an occupational 
scheme and a PPP, but it was still only a minority. Dual-membership was greatest 
for high earners, but still only nine percent of the highest male earners had both an 
occupational scheme and a PPP. Although lower earners were more likely to have 
only PPP membership, two percent of the lowest male earners had both a PPP and an 
occupational scheme. Men were more likely than women in all earnings bands to 
have dual-membership, and as it is higher earners who are most likely to have dual-
membership, it is men rather than women who are the beneficiaries. 
Gender, Personal Pensions and Employment 
The factors that disadvantage the occupational pension scheme membership of women 
employees also impact on the PPP membership of self-employed women in a negative 
way. PPP membership is crucial to the future financial well-being of self-employed 
individuals, as other forms of second-tier pension are not available of them. Although 
self-employed men are generally well-catered for with PPP membership, self-
employed women are seriously disadvantaged in their membership of PPPs. Low 
earnings from often part-time hours make contributions to PPPs impossible for many 
women. Self-employed women are amongst the lowest earners in Britain and this 
disadvantage is likely to be carried with them into retirement age, with many being 
on seriously inadequate finances relying only on the basic state pension. But women's 
disadvantage in PPP membership is greater than in occupational pensions. The 
analysis has shown that there are larger gender differences between full-time women 
and men in their PPP membership within categories of income and socio-economic 
status. This was not the case for occupational pension membership, which was more 
equal for full-time women employees and male employees within income and class 
categories. Therefore, there is greater gender disadvantage, in addition to labour 
market and domestic disadvantage, to PPPs than occupational pensions. 
The analysis of PPP membership has been hampered by the lack of GHS data 
differentiating between APPs and ordinary PPPs. However, some conclusions can be 
drawn. Women on low earnings and with shorter hours of weekly employment are 
the most likely to have PPP-only membership. Occupational pension membership is 
coupled with PPP membership only amongst a very small minority of high-earning 
women employees and men employees. However, men are more likely to have such 
advantageous dual-provision. PPPs may be proclaimed as a useful option to women, 
as frequent job changes do not damage PPP membership, but relatively few women 
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have membership. The problems associated with PPP membership during periods out 
of the labour market as well the financial problems and losses associated with APPs 
need to be addressed before PPP can be seriously considered to be a good option for 
women. 
The two chapters have therefore shown that although part-time employment 
and self-employment are useful options for women requiring more flexible 
employment to facilitate child-care responsibilities, these options will have a critical 
impact on women's future financial well-being. These coupled with women's 
depressed position in the labour market means that few women secure their own 
pension future. Ideology has suggested that women will be able to satisfy their 
financial needs during retirement through husband's pensions and in the following 
chapter non-state pension membership is contextualised for married and cohabiting 
women employees by examining their membership in relation to that of their partners. 
118 
Chapter Eight 
Future Financial Security: Couples and Pensions 
The discussion so far has shown that women in paid employment, whether they are 
self-employed or employees, have disadvantaged non-state pension membership in 
relation to men. For married women the presence of a husband has been assumed to 
alleviate this disadvantage. Ideology locates the financial security of married women 
(and of women living in 'marriage-like' relationships), during both employment and 
pension years, within the sphere of husband's income, and this ideology has informed 
both state and non-state pension provision. This chapter examines non-state pension 
membership of married and cohabiting women in relation to that of their male 
partnersl, to examine two related issues; firstly, how viable for wives to be able to 
depend on their husband for financial security during future pensionable years and, 
secondly, the extent of inequalities between households in later life, between couples 
where both partners have non-state pension provision and couples where neither 
partner is a member of a non-state pension. 
Women have been largely assumed to be dependent on, and to benefit from, 
male partner's pension entitlement, however, as we saw in Chapter One, older women 
dominate the poverty statistics, largely due to a lack of pension provision in their own 
right. Feminist analyses of women's employment highlight the problems associated 
with viewing women as economically dependent upon their husband, not only because 
non-marriage and divorce rates are increasing, but also because changes in women's 
attitudes to, and increased involvement in, the labour force indicate that women want, 
and need, an independent income. Studies of women's attitudes to economic 
dependence during employment years have found that women demonstrate 
commitment to paid employment and economic independence (Thomas 1948, Hunt 
1968, Laws 1976, Agassi 1979, 1982, Martin and Roberts 1984, Dex 1988). Increases 
in divorce rates and decreasing marriage rates have also meant that women's only 
source of income is often their own2. 
Following analyses of the control and management of money in marriage (Pahl 
1983, 1989, Burgoyne 1990, Vogler and Pahl 1993), the assumption that women will 
'equally share' their partner's pension should be questioned. In her study of married 
women, Mason (1987) notes that for the women she interviewed the changes in 
sources of income from salary to pension meant that economic dependence upon 
husbands became more firmly established during pensionable years. This was either 
because husbands had better pensions than their wives or because wives had no 
independent pension entitlement. The lack of independent income for older women 
who are living alone (either because they never married or through divorce or 
widowhood), has contributed greatly to their over representation in poverty statistics 
1 This chapter focuses on heterosexual couples. Married and cohabiting couples 
are treated as married for the purposes here. 
2 Between 1971 and 1990 marriage rates fell by one fifth and divorce rates 
doubled (Central Statistical Office 1993: 29). 
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(Townsend 1979, G'Rand and Henretta 1982, Ward 1985/6, Walker 1987, Phillipson 
1990, Arber and Ginn 1991). Therefore it cannot be assumed that women will be able 
to share the pension provision of a male partner. 
Pension inequalities reflect earnings inequalities in pre-pensionable years. 
Research on households shows that although the most common type of household 
today is that of two earning adults (Hewitt 1993), there is also a polarisation of 
households, with employed men being more likely to have employed wives and 
unemployed men more likely to have wives who are not employed (Hakim 1982a, 
McKee and Bell 1985). It is likely that a similar polarisation will be evident during 
pensionable years between better off couples where both partners have non-state 
pension and impoverished couples who have to rely solely on the increasingly 
inadequate state pensions and means-tested support. 
This chapter demonstrates that women cannot count on sharing their partner's 
non-state pension, not only because some men are without non-state pension 
membership but also because, in some couples, women may be the sole holders of 
non-state pension provision. The discussion also shows that there will be a likely 
growth in inequality between co-resident older couples, between couples who both 
have pension membership compared with those where neither partner has non-state 
pension provision. 
Women and the Myth of Economic Dependence 
The problems that women experience during retirement years are largely due to 
inequalities in pre-retirement life, especially their assumed or actual economic 
dependence on men. Women are assumed to be financially dependent on men at all 
stages of their lives and therefore an occupational pension scheme is often considered 
to be of little consequence to married women as it is assumed they will be provided 
for by their husband. Much sociological research has emphasised women's assumed 
economic dependence on men by concentrating the analysis of finances on the 
household unit and inequalities that exist between households. Women's own 
economic circumstances are thereby obscured under assumptions about their 
dependence on men. The fact that some married women have little or no income in 
their own right, but 'share' their husband's income, is assumed to protect women 
against poverty. For example, Layard et al suggest that low pay and poverty cannot 
be correlated because most of those in low pay are married women who do not usually 
live in poor households (Layard et al: 1978). Research has shown that inequalities 
exist within households, where incomes are often not shared equally. Consequently, 
many women live in poverty. Bell and Newby (1976) highlight how men's control of 
economic power within the household enables men to maintain their traditional 
authority over women. Deference is maintained at a fundamental level where 
husbands give their wives a home and security and a whole way of life. This is true 
in later as well as earlier life. 'Such is the dominance of the husband-provider role 
that women have great difficulty surviving economically without husbands ... ' (Bell and 
Newby 1976: 165). 
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Both structure and ideology profoundly affect women's access to income 
because the structure of the division of labour is underpinned by an ideology regarding 
the roles which women are expected to perform in society (Lonsdale 1987: 92), and 
central to this division of labour is the widespread assumption that women are, and 
should be, financially dependent on men. 
The rise in part-time employment has meant that fewer women are totally 
dependent on their husband's income. Although fewer women are completely 
dependent on men, it is their assumed dependence that is often used to justify denying 
them equal access to incomes and fringe benefits like occupational pension schemes. 
It legitimates low pay and discrimination, for example in the notion of the 'family 
wage', and this has a direct affect on the fringe benefits of employment, such as 
occupational pension schemes and sick pay, which are far more generous for men than 
for women. It is precisely women's perceived financial dependence in earlier life that 
creates financial hardship in later life. 
"Far from protecting women from poverty, as generations of employers, civil 
servants, politicians, and even trades unionists would have us believe, women's 
assumed and actual financial dependence on men is in fact the major cause of 
poverty" (Millar and Glendinning 1987: 26) 
Employment Status of Couples 
Table 8.1 Economic Status of individual partners in married and cohabiting 
couples where both partners are under state pensionable age (60 for women and 
65 for men) (column percentages) 
Husband's Economic Status 
Wife's Employee Self Not Total % 
Economic Employed Employed 
Status % % % 
Employee 68 52 34 61 
Self 2 27 2 6 
Employed 
Not 30 21 64 33 
Employed 
Total N 10071 2249 1705 14024 
Source GHS 1988-90 (Author's Analysis) 
The sample analyzed in this chapter consists of 14,024 married and cohabiting couples 
where both partners are over 16 and both are under state pensionable age (60 for 
women and 65 for men). Table 8.1 outlines the economic status of partners in 
couples. Some polarisation between couples was evident, with 68% of employee men 
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having a female partner who was an employee and 64% of non-employed men having 
a female partner who was also non-employed. As expected, a far higher proportion 
of women (33%) than men (12%) were not employed, and therefore are at a 
disadvantage in terms of being ineligible for non-state pension membership. 
This chapter concentrates on dual-employee couples (6824 couples), who 
comprise 49% of the couples in the sample (table 8.2). I will, however, devote some 
time to couples where both partners are self-employed, who comprise 4% of the 
sample (table 8.2), in the discussion of PPP membership. The 10% of couples where 
one partner was self-employed and the other was an employee are omitted from the 
analysis, as are couples where one or both partners were non-employed. 
Table 8.2 Economic Status of married and cohabiting couples where both 
partners are under state pensionable age (60 for women and 6S for men) (total 
percentages) 
Husband's Economic Status 
Wife's Employee Self Not Total % 
Economic Employed Employed 
Status % % % 
Employee 49 8 4 61 
Self 2 4 * 6 
Employed 
Not 22 3 8 33 
Employed 
Total % 72 16 12 100 
* Figure less than 1% 
Source GHS 1988-90 (Author's Analysis) 
Non-state Pension Membership of Couples 
Table 8.3 outlines the non-state pension membership for individual partners in the 
6824 dual-employee couples in the sample. Over half (53%) of wives had no non-
state pension membership, thereby potentially trusting in husbands for non-state 
pension provision. Only a minority of husbands (15%) were without a non-state 
pension. These differences in membership are important when considering the non-
state pension provision of couples as although a majority of couples had non-state 
provision, only in a minority of cases was this accounted for by wife's pension 
membership. 
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Table 8.3 Non-state pension membership of each partner among dual-employee 
couples 
Non-state Pension Provision 
Pension Wife % Husband % 
Provision 
PPP and 2 7 
Occupational 
Dec Only 38 63 
PPP Only 7 14 
Neither 53 15 
Total N 6824 6824 
Source GHS 1988-90 (Author's Analysis) 
Table 8.4 Non-state pension membership of individual partners in dual-employee 
couples 
Wife 
Husband Dec + Dec only PPP None Total 
PPP Only 
Dec & PPP 34 10 6 7 7 
Dec Only 41 46 71 61 63 
PPP Only 18 34 12 13 14 
None 6 11 12 19 15 
Row % (2) (38) (7) (53) (100) 
Total N 116 2574 514 3620 6824 
* less than 1% 
Source GHS 1988-90 (Author's Analysis) 
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Table 8.4 shows that 34% of couples where the wife had dual non-state 
pension provision had a husband with dual provision, and only 6% had a husband 
with no non-state pension. These couples are likely to be the most advantaged during 
pension years. However, only a small minority of couples (2%) had a wife with 
dual-membership. In couples where the wife had an occupational scheme only 11 % 
of their husbands had no non-state scheme. Couples where the wife had a only PPP 
had a similar proportion of husbands (12%) with no non-state provision and a much 
higher proportion (71%) had a husband with an occupational scheme. Although 
couples where the wife had no non-state pension membership were advantaged, as the 
majority of their husband's had occupational scheme membership, still 19% of these 
couples had neither partner with a non-state schemes. Therefore the improved 
pension membership of wives has some impact in improving the non-state pension 
membership of couples. 
Figure 8.1 shows the non-state pension membership of dual-employee couples 
and the PPP membership of couples where both partners were self-employed. Forty 
one percent of the dual-employee couples had both partners with a non-state pension. 
A far higher proportion of these couples were covered by non-state pension 
membership of husband only (43%) than wife only (5%). This will have a serious 
affect on the financial well-being of dual-employee couples during future pensionable 
years as the majority will have to rely on the non-state pension provision of only one 
partner. 
In Chapter Seven we saw that self-employed women were the most 
disadvantaged in their non-state (PPP) membership. Figure 8.1 shows that where both 
partners were self-employed only 31% of couples had both partners with a PPP. 
Three percent had only the wife with a PPP compared with 40% with husband-only 
membership. A substantial proportion (26%) of dual-self-employed couples had no 
PPP membership. Comparison with the non-state pension membership of dual-
employee couples shows that couples where both partners were self-employed were 
much more disadvantaged. Their disadvantage is intensified in two ways. Firstly, 
self-employed individuals are not eligible for the second-tier state pension (SERPS) 
and therefore their lack of PPP provision shows a real absence of second-tier 
provision. Secondly, couples where both partners are self-employed have no second-
tier provision from an employee partner, so will potentially have to rely on only the 
basic state pension during retirement. 
For employees, the following analysis focuses on only the occupational pension 
scheme membership of dual-employee couples. Figure 8.2 shows that 20% of 
couples had neither partner with an occupational scheme. The majority had husband-
only scheme membership, although in 30% of couples both partners had an 
occupational scheme. These membership patterns are affected by the hours of 
employment of wives and the earnings of both partners. 
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Figure 8.1 
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Figure 8.2 
Occupational Pension Membership 
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Occupational Pension Schemes 
Wife's hours of employment 
Only 3% of husbands in the sample wcrc in,part-time employmcnt, comparcd 
with 51 % of wives and thereforc the disadvantagccbccupational pension mcmbership 
associated with part-timers affccts a far greater proportion of married women than 
men, and indeed a greater proportion of marricd women than women in general (see 
Chapter Six). 
Table 8.5 Occupational pension membership of dual-employee couples by 
women's weekly hours in employment 
Weekly Hours in Employment 
Company <9 9-15 16-20 21-30 All IT IT Total 
Pension % % % % % % 
Both With 5 5 15 22 15 47 30 
Man 64 59 53 46 58 22 41 
Only 
Woman * 1 6 7 4 15 9 
Only 
Neither 31 35 26 25 23 18 20 
With 
Total N 407 887 1024 1160 3478 3346 6824 
* less than 1 % 
Source GHS 1988-90 (Author's Analysis) 
Table 8.5 shows that, as expected, there wcre very significant differences in 
occupational pension scheme membership between couples where the wife was a part-
timer and those where she was in full-time work. Only 15% of couples with a wife 
in part-time employment had both partners with occupational pension membership, 
compared with 47% of couples where she was full-time. A higher proportion (23%) 
of couples with wives in part-time jobs had neither partner with occupational pension 
membership than where wives were full-timers (18%). Couples where the wife was 
in part-time employment were much more likely to have to rely on one occupational 
pension, that of the husband, than those where the wife was a full-timer, 58% and 
22% respectively. In 15% of couples where the wife was full-time only the wife had 
an occupational pension, so in these couples, husbands may be financially dependent 
in the future. Wives who spend a significant proportion of their pre-pensionable lives 
in part-time employment are much more likely to have little or no independent 
pension income in the future, and are consequently more likely to be members of 
couples that are less well catered for in terms of joint pension income. 
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Wives employed for less than 16 hours per week were much less likely to have 
an occupational pension. The greater the number of weekly hours that wives had in 
employment, the better off the couples were in terms of occupational pension 
provision. Twenty two percent of couples where the wife was employed for 21-30 
hours per week had both partners with occupational pension scheme membership 
compared with only 5% of those where the wife was employed for eight hours of or 
less. The proportion of couples where neither partner had occupational pensIOn 
provision diminished as the women's employment hours increased. 
There is likely to be a polarisation between couples with occupational pensions 
and couples without, during retirement years, based on the lack of occupational 
pension membership of women employed for few hours per week. Thus wife's hours 
in employment has an important affect on the future financial independence of women 
in married and cohabiting couples and on the couples joint financial welfare. 
Earnings differentials 
Levels of earnings have a crucial effect on access to occupational pension 
schemes, and on ability to pay contributions. For this discussion earnings bands are 
categorised as they were in Chapter Six (table 6.4). 
Figure 8.3 illustrates the differences in the weekly earnings of husbands and 
wives in the sample. As expected a significantly higher proportion of husbands than 
wives were located in the higher income brackets. A significant proportion of wives 
(18%) were earning below the LEL compared with hardly any husbands. A much 
higher proportion of husbands were earning above the UEL, 27% compared with only 
4% of wives. 
The association between gender differentials in husband's and wife's earnings, 
and the occupational pension membership of couples, is shown in figures 8.4 and 8.5. 
The gender of partner is significantly associated with occupational pension 
membership, mediated through the differences in earnings, and it is the lower earnings 
of women that not only affects their own potential for financial independence during 
pensionable years but also the financial welfare of the couple. The most 
disadvantaged couples were those few where the husband was earning below the LEL, 
with 70% having neither partner with an occupational pension (figure 8.5). Thirty 
percent of couples where the wife earned below the LEL had neither partner with an 
occupational pension (figure 8.4) and this disadvantage affects a significantly higher 
proportion of couples as 18% of all couples had a wife earning below the LEL (figure 
8.3). 
Couples with a high-earning partner were the most advantaged in occupational 
pension membership, especially those where the wife was on high earnings. Figure 
8.4 shows that only a minority (5%) of couples where the wife was in band four 
earnings had neither partner with an occupational pension. Seventy percent of couples 
with wives on these high earnings had both partners with an occupational pension 
schemes. Figure 8.5 shows that in couples where the husband was in band four 
earnings, 10% had neither partner with membership and only 39% had both partners 
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Occupational Pension Membership-Couples 
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Table 8.6 Earnings of marital partners for dual-employee couples (total percentages) 
Husband's Earnings 
Wife's Earnings Bands 1 & Band 3 Band 4 Band 5 
2 
Band 1 1 9 3 4 
Band 2 4 25 7 10 
Band 3 2 13 5 8 
Bands 4 & 5 * 2 2 5 
Row % (7) (49) (16) (27) 
Total N 405 2910 964 1603 
Key 
Band 1 - Below the LEL 
Band 2 - Below women's average earnings but above the LEL. 
Band 3 - Above women's average earnings but below men's average earnings 
Band 4 - Above men's average earnings but below the UEL 
Band 5 - Above the UEL 
* less than 1 % 
Source GHS 1988-90 (Author's Analysis) 
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Total 
18 
46 
28 
8 
(100) 
5882 
with an occupational scheme. Therefore it is women's higher earnings that have the 
most beneficial effects on couple's joint occupational pension membership. In 
contrast, the low earnings of one partner substantially affects the occupational pension 
provision of couples and as women are the lowest earners it is their disadvantaged 
earnings, which disadvantages couple's pension provision in later years. 
Couples Pension Membership and Earnings 
The earnings of marital partners is shown in table 8.6. Earnings bands four and 
five have been combined for wives as so few wives were on such high earnings. 
Similarly, earnings bands one and two were combined for husbands as only a handful 
of husbands earned below the LEL. As expected, very few wives earned more than 
their husbands, and only 5% of couples had both partners on the highest earnings. 
Table 8.7 Occupational pension membership of dual-employee couples by 
earnings of each partner 
Husband's Earnings 
a) Percentage of dual-employee couples where both partners have membership 
Wife's Earnings Bands 1 & Band 3 Band 4 Band 5 Total 
2 
Band 1 1 1 1 3 2 
Band 2 12 20 24 24 21 
Band 3 27 52 57 58 53 
Bands 4 & 5 (-) 56 76 77 70 
b) Percentage of dual-employee couples where neither partners have membership 
Wife's Earnings Bands 1 & Band 3 Band 4 Band 5 Total 
2 
Band 1 74 32 26 17 30 
Band 2 53 26 14 11 23 
Band 3 27 11 8 9 11 
Bands 4 & 5 (-) 9 4 6 6 
I Total N I 405 I 2910 I 964 I 1603 I 5882 
(-) base number less than 20 
Source GHS 1988-90 (Author's Analysis) 
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Table 8.7 shows the proportion of couples where both partners had an 
occupational schemes (table 8.7a), and where neither had scheme membership (table 
8.7b), according to both husband's and wife's earnings. For wives in band three 
earnings, the higher their husband's earnings the greater the likelihood of couples 
having dual occupational scheme membership, 27% if their husband was in earnings 
bands one and two, compared with 58% if he was in earnings band five. Among very 
low earning couples, 74% had neither partner with an occupational pension scheme, 
whereas only 17% of couples with a wife on the lowest earnings and a husband on 
the highest earnings had neither partner with a pension. Women with higher earning 
husbands are unlikely to be eligible for means-tested benefits during future retirement 
and therefore the securance of their own occupational pension will not only increase 
the couples future income but also the wife's independent income in later life. 
Twenty five percent of couples had both partners on less than the average 
earnings for their sex (band two for women and band three for men) (table 8.6), and 
table 8.7 shows that only 20% of these couples had both partners with occupational 
scheme membership, whereas a higher proportion (26%) had neither partner with an 
occupational pension scheme. 
It is couples where both partners were on the highest earnings (bands four and 
five) that were the most advantaged in joint occupational pension membership. 
Seventy seven percent of these couples had both partners with scheme membership 
and only a small minority had neither partner with a scheme. These couples are likely 
to be the most affluent during future retirement however, table 8.7 shows that only 
7% of couples had this combination of earnings. 
Future Financial Security: Couples and Pensions 
The financial security of couples during retirement years depends on the pension 
provision of each of the partners. Among all individuals in paid employment, men 
are more likely than women to have non-state pension membership. A significant" 
proportion of dual-empl,oyee couples have neither partner with occupational pension 
membership and it is the disadvantaged membership of wives that accounts for much 
of this lack of membership. A greater proportion of couples have a husband-only 
with a pension, and an increase in the pension membership of women would elevate 
the potential finances of these couples considerably. 
The location of women in the domestic division of labour disadvantages them 
in pension membership, and it is their caring responsibilities during childbearing and 
childbearing years which impacts on the financial well-being of couples in later life. 
The low earnings of wives, often associated with involvement in part-time 
employment, promotes low pension provision for later life. Although couples with 
low earning husbands are also disadvantaged, a much smaller proportion of couples 
have husbands on very low earnings in contrast with the high proportion of couples 
with a low earning wife. A large proportion of couples have both partners on less 
than the average earnings for their sex and only a minority of these couples have both 
partners with a pension. Higher earning couples benefit from their higher earnings at 
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all stages of their lives, not least during future retirement years when many will have 
the advantage of two occupational pensions. 
Pension-owning couples with one partner on relatively higher earnings are 
unlikely to be eligible for means-tested benefits in the future, since pension payments 
will probably push over the eligibility threshold. In these circumstances if the lower 
earning partner, usually the wife, has no pension membership they are likely to be 
disadvantaged in future finances. Couples therefore benefit from increased 
occupational pension membership of wives, and therefore husbands have a financial 
interest in helping to ensure that women are better catered for in pension provision. 
Nowhere is the disadvantage seen more strongly than among couples where 
both partners are self-employed. Here only a minority of couples have both partners 
with PPP membership and with no other second-tier pension available to them, a 
majority of self-employed couples may be plunged into poverty in later life. This is 
especially true as neither partner will be earning benefits from SERPs or an 
occupational scheme. 
The majority of older women will be widowed so it is inadequate to assume 
that they will be able to benefit from their husband's pension in the future. Wives are 
less likely than their husbands to have a pension and although only a minority of 
couples had neither partner with an occupational pension most of the couple's 
provision was accounted for by the husband's pension membership. The changes in 
household types, with many women living alone due to divorce or never marrying, 
means that many of these women will not benefit from a husband's pension. Proposed 
changes will alleviate some of the pension disadvantages experienced by divorced 
women, but the proposal to split pension on retirement will continue to leave many 
divorced women in poverty in later life (Chapter Two). The lack of occupational 
pension provision of wives is largely a consequence of the years they have spent 
caring for family members. A more equitable system would take this into account. 
Even if couples do stay together, evidence suggests that a husband's pension is not 
necessarily equally shared with wives during retirement (Mason 1987). Therefore, 
increased provision for married women employees in occupational pension 
membership, and for self-employed married women in PPP provision, will not only 
increase their likelihood of escaping the poverty that inhibits the lives of so many 
older women today, but will be financially beneficial to couples who remain together. 
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Chapter Nine 
Gender Disadvantage and Pensions 
The analysis of non-state pension membership so far has relied on tabular data and 
graphical presentation of three or four variables simultaneously. This has given some 
insight into the disadvantaged non-state pension membership of women in relation to 
men, and of the dissimilar patterns of membership experienced by specific groups of 
women. The tabular analysis has enabled identification of a range of influential 
variables which are associated with both occupational pension scheme membership and 
PPP membership. The analysis has, however, been limited because it has examined 
a maximum of three or four variables simultaneously. It would be useful to identify 
the relative strengths of association of these variables in combination, on influencing 
the likelihood of employees (and for the case of PPPs the self-employed) having non-
state pension membership. In this chapter multivariate analysis is used to elucidate 
the association between family status and labour market variables on the two types of 
non-state pension membership. 
For employees it has already been shown that those with higher incomes are 
more likely to have an occupational pension, as are those in higher socio-economic 
groups and those who have been in their jobs for a long period and work in larger 
establishments. For the self-employed higher earnings, higher number of weekly 
hours and longer lengths of service were also associated with higher PPP membership. 
The aim here is to determine how these variables are associated with pension 
membership when all other variables are considered. The contribution of each 
variable can be analysed after controlling for the effect of all other variables in the 
model. Therefore, given knowledge of a person's labour market situation and family 
status, the model will allow for the prediction of the odds of the person having a non-
state pension and allows comparison of models for men and women. 
The tabular data has shown that non-state pension membership for women is 
low. Only 45% of women employees have non-state pension membership and only 
28% of self employed women have a PPP. It is therefore important to establish 
which aspects of women's lives are associated with non-state pension membership. 
The most suitable multivariate statistical technique for this analysis is logit 
analysis, as the dependent variable is dichotomous (whether or not a member of a 
non-state pension scheme) and the independent variables are either categorical or can 
be grouped. Using this technique, the dependent variable is the log of an odds ratio, 
and in this case the ratio is the probability of someone with specific characteristics 
belonging to a non-state pension scheme compared with the probability that they do 
not. The object of logistic regression is to explain or predict the values of a variable 
in terms of the remaining variables. In this analysis membership of a non-state 
pension is the dependent variable whose values are to be explained by independent 
variables. 
The analysis assesses the relative importance of two indicators of family 
circumstances (marital status and parental status along with age of youngest child) in 
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influencing non-state pension scheme membership compared with a range of signifiers 
of labour market position (hours in employment, socio-economic status, length of time 
in current job, weekly earnings, number of employees in workplace and 
qualifications). Qualifications affect the types of jobs, and therefore the socio-
economic status, of individuals. A measure of age (in five year intervals) was also 
used. The advantage of using multivariate analysis is that it is possible to analyse the 
importance of ethnic origin, which was not possible in most of the tabular analysis 
because of small numbers. 
The forecast of non-state pension membership depends on labour market 
variables and therefore individuals who were not in employment were excluded from 
this analysis. For the analysis of occupational pension scheme membership only 
women and men who were employees were inclu~ed, and therefore those either not 
in employment or who were self-employed were excluded. For the analysis of PPP 
membership both employees and the self-employed were incorporated. The model 
fitted is an additive one, namely 
log e p/1-p = a + bX1 + cX2 + dX3 + ...... . 
where p is the probability of having a non-state pension (with separate models for 
occupational pension schemes and PPPs) a,b,c,d ... are the coefficients to be estimated, 
and Xl, X2, X3 ... are the independent variables. The estimates obtained from the 
additive model of the log of the odds of non-state pension membership can be 
expressed as multiplicative effects on the odds of non-state pension. This allows a 
more convenient interpretation. The odds are an alternative way of expressing 
probabilities (Payne 1987: 206-207). 
Comparison of Men and Women in Occupational Pension Schemes 
This section analyses occupational pension membership for employees. Tables 
9.1 and 9.2 show the logistic regression models for the original model concerned with 
age, marital status and parental status (model A) of men and women employees, and 
for adding ethnicity (model B), level of qualifications (model C) and socio-economic 
status (model D). I did not include hours of work in the original model as I wanted 
to obtain some insight into the odds of membership by examining variables linked 
with the 'human capital' of employees. The inclusion of these sets of variables in the 
original model significantly improved the models for both men and women employees. 
For male employees (table 9.1) the impact of marital status and parental status 
on occupational pension scheme membership was pronounced, with the trend for 
membership being curvilinear with age (model A), with the peak at age 40-44. 
Married men had the advantage in occupational pension membership in all the models, 
and the advantage increased as other variables were added to the original model. In 
model D married men had 33% higher odds of membership than single men, 
suggesting that the advantage resulting from marital status was unaffected by 
differential socio-economic status. Men with no dependent children had the 
advantage in occupational pension membership, however, the significance of the 
impact disappeared once qualifications and class were controlled for. The effect of 
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Table 9.1 Logit models predicting occupational pension membership for men (aged 16-6-l) (odds ratios) 
Men 
Model A Model B Model C Model D 
Age + + Ethnicity + Qualifications + Class 
Marital & 
Parental 
Status 
Constant -0.6501 •• -0.6446· • -l.1376-- -1.4571' • 
Age 16-24 l.00 l.00 l.00 1.00 
25-29 2.24** 2.24 * * 2.08' • 2.09' • 
30-34 2.57** 3.57" 3.31 •• 3.20' • 
35-39 4.27*' 4.27** 3.97* • 3.74' * 
40-44 5.58" 5.56' • 5.4Y • 4.90' • 
45-49 5.07" 5.07* * 5.19* • 4.72· • 
50-54 5.01* • 5.03" 5.41 •• 4.94' • 
55-59 5.06*' 5.07* * 5.87* • 5.42" 
60-64 3.07* ' 3.06" 3.76' , 3.55" 
Single 1.00 1.00 l.00 1.00 
Previously Married 0.95 0.95 1.02 l.09 
Married 1.29' , 1.30' * 1.31' • 1.33' • 
No Children 1.00 l.00 N/S N/S 
Youngest <5 0.93 0.94 
All children 5 plus 0.82' , 0.82' * 
White 1.00 N/S N/S 
Afro Caribbean 0.86 
PakistaniIBangladeshi 0.76 
Indian 0.45" 
No Qualifications l.00 1.00 
School Level l.44· , 1.17** 
DegreeNocational 2.96" l.84 * * 
Unskilled Manual 1.00 
Semi-Skilled Manual l.23 
Skilled Manual 1.31 ' 
Junior Non-Manual 2.67' * 
Intermediate Non-Man 1.90' • 
Higher Non-Manual 3.14" 
.. 
G squared 14965.2 14954.4 14593.2 14329.0 
Dcg freedom 12355 12352 12350 12345 
Change 
- Ethnic Origin p<0.05 
- Qualifications p<O.01 
- Class p<0.01 
Key N/S = Not SignIficant 
*p<O.05, * *p<O.01 refer to the statistical significance of the difference of the odds ratio from the 
reference category. 
Source: General Household Survey 1988-90 (Author's Analysis) 
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qualifications on occupational pension membership is evident, and the impact 
decreases as class is added, demonstrating that the advantages gained through higher 
levels of qualifications result in more advantageous positions in the labour market. 
The significance of ethnicity for the membership of male employees disappeared when 
level of qualifications and class were added into the model, suggesting that the 
disadvantages associated with ethnicity are, for men, because of disadvantages in class 
and education, but only Indian men had odds of membership significantly lower than 
white men. 
For female employees (table 9.2) the odds of having occupational pension 
membership were slightly curvilinear with age when marital status and parental status 
were controlled for (model A). The peak age of membership was 30-39, younger 
than the peak age for men. The addition of ethnicity into the model (model B) makes 
very little difference to this relationship, but the addition of eduction and class forces 
a more M-shaped pattern, with the peak age for women's membership at 45-54, 
corresponding with women's return to full-time employment. Unlike men, who had 
the advantage if they were married, single women had the advantage in membership 
over married and previously married women in all models, with married women being 
the most disadvantaged. However the advantage of single women slightly decreased 
as other variables were added to the original model. In model 0 married women had 
45% lower odds of occupational pension scheme membership than single women, and 
previously married women had 38% lower odds of membership than single women. 
Presence and ages of dependent children had an important effect on women's 
pension membership when marital status and age were controlled for (model A). Like 
men employees, women with no dependent children had the advantage in occupational 
pension membership, but this advantage was much greater for women than for men. 
Recall that for men the advantage disappeared once class and qualification were added 
into the model, however, the advantage did not disappear for women, it merely 
decreased somewhat as other variables were added into the model. For women with 
dependent children, age of youngest child had a significant effect. Women employees 
whose youngest child was over five had slightly higher odds of membership than 
women whose youngest child was under five in all the models. Thus it is not only 
presence of dependent children that affects women's occupational pension scheme 
membership, but also the ages of their children. Lack of adequate nursery provision 
affects the labour market participation of women with younger children, particularly 
their involvement in full-time employment where occupational pensions are more 
likely to be available. 
The inclusion of ethnicity in the original model (model B) had little impact on 
age and family variables, suggesting that it is not variations in the domestic 
circumstances of women from differing ethnic origins that impacts on occupational 
pension membership. Women of Afro Caribbean origin had the advantage in 
membership having twice the odds of occupational pension membership than white 
women employees. But the odds of membership for women from other ethnic minority 
groups were not significantly different from white women. However, when class was 
included in the model (model D) PakistanilBangladeshi women had significantly 
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Table 9.2 Logit models predicting occupational pension membership for women (aged 16-59) (odds ratios) 
Women 
Model A Model B Mode! C Model 0 
Age + Marital + Ethnicity + + Class 
& Parental Qual ificat ions 
Status 
Constant 0.0882 0.0737 -0.7915·· -1.9160· * 
Age 16-24 1.00 1.00 1.00 1.00 
25-29 2.04·· 2.02*· 1.85· • 1.69* * 
30-34 2.56·· 2.55·* 2A8·· 2.21· * 
35-39 2.58*· 2.57** 2.56*· 2.18" 
40-44 2A9· • 2.50" 2.66·· 2.26· * 
45-49 2.37*· 2.36·· 2.82·· 2.50· * 
50-54 2.11·· 2.11** 2.69·· 2.50* * 
55-59 1.47* • 1.47* * 2.03·· 2.00* • 
Single 1.00 1.00 1.00 1.00 
Previously Married 0.55· • 0.55· • 0.61·· 0.62· * 
Married OA8·· OAS* • 0.52·· 0.55* • 
No Children 1.00 1.00 1.00 1.00 
Youngest <5 0.33·· 0.33" 0.32-- 0.36* • 
All children 5 plus 0.36· - 0.36-· OAO·· 0.46· • 
White 1.00 1.00 1.00 
Afro Caribbean 2.0S· * 2.26·· 2.24·· 
Pakistan i/Bangl ades h i 1.34 1.42 1.49* 
Indian 1.06 0.88 0.86 
No Qualifications 1.00 1.00 
School Level 2.0S·· l.4S- -
DcgreeN ocational 5.07* - 2.17* -
Unskilled Manual 1.00 
Semi-Skilled Manual 2.26·· 
Skilled Manual 3.62* • 
Junior Non-Manual 3.71· • 
Intermediate Non-Man 7.5S· • 
Higher Non-Manual 11.46* • 
G squared 14656.7 14640.3 13942.S 13379.4 
Deg freedom 11544 11541 11539 11534 
Change 
- Ethnic Origin 
- Qualifications p<O.Ol 
- Class p<O.Ol 
p<O.Ol 
Key N/S = Not significant 
·p<0.05, • ·p<O.Ol refer to the statistical significance of the difference of the odds ratio from the 
reference category. 
Sourcc: General Houschold Survey 1985-90 (Author's Analysis) 
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higher odds than white women of pension membership. For Afro Caribbean women 
the odds of membership slightly increased when level of qualifications was added into 
the model (model C). Qualifications had a more pronounced effect on occupational 
scheme membership than it had for men. Women with vocational and higher level 
qualifications had five times higher odds of occupational pension membership than 
women with no qualifications when age, ethnicity and family variables were controlled 
for (model C). The odds decreased when socio-economic status was added into the 
model, suggesting that the advantages in membership resulting from higher level 
qualifications are to some extent because of class of job, although women with higher 
qualifications still retain the advantage. The trend of occupational pension 
membership was linear for socio-economic status, with women in non-manual 
occupations having higher odds of occupational pension membership than women in 
manual occupations. Women in semi-skilled manual occupations had over double the 
odds of pension membership than women in unskilled jobs, and women in higher 
non-manual occupations have over 11 times the odds of membership than women in 
unskilled manual occupations. 
The addition of the labour market variables (hours of employment, earnings, 
establishment size, and length of time in current job) generated the most parsimonious 
model (model E) for both men and women (table 9.3)1. Ethnicity lost its significance 
for women, suggesting that differences in occupational pension membership associated 
with ethnicity are because of differences in the labour market position, especially in 
weekly hours, differential earnings and different establishment size, between women 
of different ethnic origins. The significance of marital status disappeared for men and 
women, but for women the presence and ages of children remained significant. 
Therefore although some of the disadvantages in membership associated with parental 
status were transferred into labour market position, the effects of dependent children 
remained significant. Women with children over five were the most disadvantaged. 
Women employees with youngest child under five were also disadvantaged in relation 
to women with nO dependent children, but there was not a statistically significant 
difference in odds. The differences in odds of membership among men and among 
women of different ages became less pronounced, but the M-shaped trend remained 
and became slightly more accentuated. 
The statistical significance of educational qualifications was retained for both 
men and women, but for women it was somewhat more pronounced, suggesting that 
the impact of educational qualifications on occupational pension membership was over 
and above their impact simply on labour market positions. Women often under-
achieve in the labour market in relation to their qualifications as domestic 
responsibilities often prevent them from pursuing their desired careers. Moreover, 
gender disadvantage in the labour market prevents women from securing the most 
highly valued jobs (Rees 1992, Walby 1990). Women with vocational and degree 
level qualifications had over twice the odds of occupational pension scheme 
1 A number of further models were fitted to this model, and to models discussed 
in this chapter, which specified interaction effects between labour market variables, 
but these proved to be either insignificant or only very slightly significant. 
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: women (lb-)Y) and men (16-64) employees 
Model E Women Men 
Constant 
-6.3718"· -6.0349" " 
Age: 16-24 1.00 1.00 
25-29 1.12 1.11 
30-34 1.63" 1.36· • 
35-39 1.84" • 1.30· 
40-44 1.58" " 1.62· " 
45-49 1.62· " 1.34 • 
50-54 1.57" " 1.31 " 
55-59 1.35" 1.34 • 
59-64 (Men) 0.8976 
Marital Status N/S N/S 
No Children 1.00 
Youngest <5 1.07 
All children 5 plus 0.82" " N/S 
Ethnic Origin N/S N/S 
No Qualifications 1.00 1.00 
School Level 1.34" " 1.11"" 
Degree/ Vocational 2.23"" 1.81" " 
Unskilled Non-Manual 1.00 1.00 
Semi-Skilled 0.89 0.97 
Skilled 0.72 0.81 
Junior Non-Manual 1045" 2.63" " 
Intennediate 1.58" " 1.79" " 
Higher Non-Manual 1.21 1.50" " 
Weekly Hrs <9 1.00 1.00 
9-15 0.94 0.85 
16-20 1.87"" 0.60 
21-30 2.33"" 4.56" 
31+ (IT) 5.67" " 4.30" 
Band One 1.00 1.00 
Band Two 4.16"" 2.56" 
Band Three 9.07"" 5.29"" 
Band Four 16.35" " 6.53" 
Band Five 13.24"" 6.58"" 
Very Small Finn 1.00 1.00 
Small 1.51" lAO" 
Medium 2.93 2.86"" 
Large 4.25"" 6.03"" 
Very Large 5.61"" 11.22" " 
Year's Service <1 1.00 1.00 
1 - <2 2.32"" 2.29"" 
2 - <5 3.54"" 3.94"" 
5 - <10 5.31" " 6.98" " 
10 - <20 8.54"" 14.40" " 
20 Plus Years 12.19" 25.09" " 
G squared 10086.2 11000.6 
DF 11517 12328 
Change from 
Model D p<O.OI p<O.OI 
Source: General Household Survey 1988-90 (Author's Analysis) 
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membership than women with no qualifications. The effect of socio-economic status 
diminished once the other labour market variables were added, and for men it was 
those in junior non-manual jobs who had the advantage. Among women it was 
intermediate non-manual employees who had the advantage and as many of these are 
employees in the public sector (eg teachers) this is not surprising. 
We saw in the previous chapters that hours in employment had a crucial 
impact on the non-state pension membership of women employees. Moreover the 
analysis suggested that there were critical differences among part-timers with those 
doing the shortest number of hours being the most disadvantaged. Table 9.3 shows 
that the influence of weekly hours in employment was statistically significant for both 
men and women employees and that there were indeed significant differences among 
part-timers. The impact for women is, however, much greater as a higher proportion 
of women than men are in part-time employment. Women full-timers had over five 
times the odds of occupational pension membership than women employed for less 
than sixteen hours per week. Women employed for 21-30 hours per week had less 
than half the odds of membership of full-timers. Difference among part-timers are 
also apparent with part-timers employed for longer hours having increased odds of 
membership. For men a slightly more curious pattern is evident with men employed 
for slightly less than full-time hours (21-30 hours per week) having higher odds of 
membership when other labour market variables are controlled than for full-time men, 
although this is not significantly higher. 
As we have seen in previous chapters, the association between earnings and 
occupational pension scheme membership is crucial. Table 9.3 shows a linear trend 
between occupational pension membership and earnings for both men and women 
employees with higher earners having higher odds of membership than employees on 
lower earnings. It was men and women earning below the LEL who had the lowest 
odds of occupational pensions scheme membership and therefore for these employees 
the lack of contributions td'sf:ite pension was not ameliorated by occupational pension 
, 
membership. A higher proportion of women than men are on such low earnings due 
to their preponderance in part-time and low paid employment (as shown in Chapter 
Six). Women with average earnings had nine times the odds of occupational pension 
scheme membership than women on the lowest earnings and men with comparable 
earnings had six times higher odds. Women on men's average earnings had 16 times 
the odds of membership than the lowest women earners, but women are 
disproportionately represented among the lower paid and therefore few women are 
likely to benefit from these advantages. 
Size of establishment was significant for both men and women but the impact 
was more pronounced for men. Men in the very largest establishments had 11 times 
higher odds of pension membership than those in the smallest workplaces. Women 
in these very large establishments had over five times the odds of occupational 
pension scheme membership than women in the smallest workplaces. As we saw in 
Chapter Six women are more likely than men to be employed in small workplaces. 
Although location in the public or private sector could not be included in this analysis 
due to the lack of data in the 1988-90 GHS, as discussed earlier, size of workplace 
gives some indication of the advantages associated with public sector employment as 
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employees in the public sector are more likely to be employed in very large 
workplaces (Government Actuary 1994). This accounts for some of the advantages 
in membership associated with larger establishments, however, larger establishments 
generally offer better fringe benefits than smaller establishments (Casey 1994). 
The association between length of service and occupational pension 
membership was significant for both male and female employees. The trend was 
linear as length of service increased. The influence was greater for men employees. 
Those who had been in their jobs for 20 years or more had 25 times the odds of 
membership than men who had been in their job for less than a year. Women who 
had been in their jobs for comparable periods had over 12 times the odds of pension 
membership. 
This final model (model E) shows that women's disadvantaged occupational 
pension membership is mostly due to the ways in which their position in the labour 
market is affected by presence of dependent children. The changes in women's odds 
of membership for parental and marital status between models D and E, whereby the 
significance of marital status disappears and the differences associated with dependent 
children diminish, is evidence of this. The presence of dependent children forces 
many women into part-time employment, associated with low pay and high labour 
tum over and consequent lack of occupational pension provision. These types of jobs 
are usually found in smaller establishments which are also associated with 
disadvantaged occupational pension provision. The higher earnings associated with 
larger establishments are connected with increased pension membership, and although 
women in larger establishments have higher odds of membership than women in 
smaller workplaces the effect of part-time employment and shorter periods of service 
mean that many women in larger organisations are disadvantaged in relation to men. 
Employees with higher earnings are more likely to have occupational pension scheme 
membership, but as women are lower earners than men, and women are 
disproportionately represented amongst the very lowest paid, they not only have less 
occupational pension provision, but those that do are likely to have a smaller 
consequent pension due to it being attached to lower lifetime earnings. 
The multivariate analysis therefore confirms the findings of the tabular analysis 
for occupational pension membership for men and women. Women's disadvantaged 
occupational pension membership results from the impact of parental responsibilities 
on the extent and nature of labour market participation. The impact of child-care 
responsibilities on women's labour market participation is often negative, with women 
taking time out of the labour force, doing less hours and having lower earnings. This 
pattern of participation leads to lack of, or a seriously disadvantaged, occupational 
pension position. Women often occupy the lowest paid jobs in the smallest 
workplaces with little or no prospect of pension membership. Even if occupational 
pension schemes are available to these women it is unlikely that they will be able to 
afford contributions on such low wages and if contributions are afforded the resulting 
pension will be very low. These findings can now be compared with a multivariate 
analysis of PPP membership. 
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Table 9.4 Logit models predicting PPP membership for men employees and self-employed (aged 16-6..t) 
(odds ratios) 
Men 
Model A Model B Model C Model D 
Age + + Ethnicity + + Class 
Marital & Qualifications 
Parental 
Status 
Constant 
-1.S689* • -1.S689* • -2.S720· • -2.0962· , 
Age 16-24 1.00 1.00 1.00 1.00 
2S-29 1.S5" 1.SS" 1.62' • l.4r· 
30-34 1.49· * 1.49· • 1.60* • 1.32" 
3S-39 1.S9· • 1.S9· • 1.74 *. 1.48" 
40-44 1.S3· • 1.S3' * 1.6r· 1.34" 
4S-49 1.SS' * 1.S5" 1.70' • 1.36· • 
SO-S4 1.46' • 1.46· • 1.60" 1.23' 
SS-S9 1.06 1.06 LIS 0.86 
60-64 0.90 0.90 0.99 0.68· • 
Single 1.00 1.00 1.00 1.00 
Previously Married 1.21 1.21 1.19 1.01 
Married 1.32* .. 1.32" .. 1.31 •• 1.20" 
No Children N/S N/S N/S N/S 
Youngest <5 
All Children S Plus 
White 1.00 1.00 1.00 
Afro Caribbean 1.02 1.02 0.99 
PakistanilBangladeshi 0.76 0.76 0.56 
Indian 0.33"" 0.32* * 0.24·· 
No Qualifications 1.00 1.00 
School Level 1.21' " 1.21" • 
DegreeNocational 0.88' 0.95 
Employees 
Unskilled Manual 1.00 
Semi-Skilled Manual 0.90 
Skilled Manual 1.22 
Junior Non-Manual 1.64" • 
Intermediate Non-Man 1.54" 
Higher Non-Manual 1.17 
Self-Employed 
Manual 9.15" " 
Non-Manual 13.37" 
Employers/Managers 20.92" 
G squared 16461.726 16448.1 16402.0 14607.5 
Deg freedom 14234 14231 14229 14221 
Change 
- ethnicity p<O.Ol 
- qualifications p<O.Ol 
- class p<O.Ol 
Key N/S = Not significant 
"p<O.OS, .. "p<O.Ol refer to the statistical significance of the difference of the odds ratio from the 
reference category. 
Source: General Household Survey 1988-90 (Author's Analysis) 
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PPP Membership 
The significance of PPP membership is likely to increase in the future and, as we saw 
in previous chapters, both family variables and labour market variables were 
associated with PPP membership. Here I examine PPP membership for both 
employees and the self-employed and examine the same models used for occupational 
pensions scheme membership discussed in the previous section. 
For male employees there was very little discernable difference in the odds of 
PPP membership except at the oldest and youngest ages (table 9.4). The addition of 
qualifications, ethnicity and socio-economic status had a clear effect on odds of 
membership. As with occupational schemes, married men had higher odds of PPP 
membership, but this advantage decreased as other variables were added into the 
model. Married men had only 20% higher odds of PPP membership than single men 
when ethnicity, qualifications and socio-economic status were controlled for 
(compared with 32% higher odds in model A). The presence and ages of children 
was not significantly associated with employed and self-employed men's PPP 
membership. 
The influence of ethnic origin was statistically significant. Indian men had the 
lowest odds of membership and the odds decreased when qualifications, and 
particularly socio-economic status were added into the model. Indian men had only 
25% of the odds of white men of PPP membership in model 0, suggesting that 
disadvantages in qualifications and socio-economic status in fact compound the lack 
of membership already experienced by Indian men. Afro Caribbean men have no 
difference in odds of membership from white men, and men of Pakistani and 
Bangladeshi origin were disadvantaged in relation to white and Afro Caribbean men, 
but there was not a statistically significant difference in odds (model D). Thus, Indian 
men were the most disadvantaged in their pension position. 
Level of qualifications is associated with PPP membership, and comparing 
models C and 0 reveal that none of the higher odds of membership of men with 
school-level qualifications was assimilated into the socio-economic status of their 
jobs. Men with school-level qualifications had 21 % higher odds of PPP membership 
than men with no qualifications. 
Model 0 shows that the association between PPP membership and socio-
economic status was very important. Among self-employed men, those who were 
employers/managers had over twice the odds of membership compared with men in 
manual occupations, and non-manual self-employed men had an intennediate level 
of odds of PPP membership. There was relatively little difference among male 
employees in PPP membership, which contrasts with the pattern of occupational 
pension membership associated with socio-economic status for male employees (table 
9.1). 
The association between age and PPP membership was not very pronounced 
for women (table 9.5), and the relationship was much more uneven than that discerned 
for occupational pension scheme membership. It was women aged 25-29 who had 
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(OddS ratiOS) 
Women 
Model A Model B Model C Model 0 
Age + + Ethnicity + + Class 
Marital & Qualifications 
Parental 
Status 
Constant -2.1073* * -2.066* * -2.5720'" -2.4152· • 
Age 16-24 1.00 1.00 1.00 1.00 
25-29 1.50* • 1.50* * 1.48* * 1.44 *. 
30-34 1.19 1.20 1.22 1.06 
35-39 1.3r* 1.37· 1.42 * * 1.19 
40-44 1.31 • 1.30* 1.40* * 1.18 
45-49 1.35* 1.34· 1.51 *. 1.25 
50-54 1.05 1.05 1.21 1.06 
55-59 0.83 0.82 1.00 0.85 
Single 1.00 1.00 1.00 1.00 
Previously Married 1.35· 1.35· 1.42· * 1.46· • 
Married 0.96 0.96 1.00 1.01 
No Children 1.00 1.00 1.00 1.00 
Youngest <5 0.52** 0.52·· 0.52" 0.51" 
All Children 5 Plus 0.86· 0.86· 0.90 0.96 
Ethnicity N/S N/S N/S 
No Qualifications 1.00 1.00 
School Level 1.57· • 1.26· * 
DegreeN ocational 1.80· * 1.24· 
Employees 
Unskilled Manual 1.00 
Semi-Skilled Manual 0.21 *. 
Skilled Manual 0.80· 
Junior Non-Manual 1.08 
Intermediate Non-Man 1.26" 
Higher Non-Manual 1.35· 
Self-Employed 
Manual 2.18· • 
Non-Manual 5.60"· 
Employers/Managers 7.66*· 
G squared 8478.7 8473.8 8420.4 8130.0 
Deg freedom 12092 12089 12087 12079 
Change 
- ethnicity p N/S 
- qualifications p<O.Ol 
- class p<O.Ol 
Key N/S = Not significant 
·p<0.05, * ·p<O.Ol refer to the statistical significance of the difference of the odds ratio from the 
re ference category. 
Source: General Household Survey 1988-90 (Author's Analysis) 
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the highest odds of PPP membership, and this probably results from the recent 
introduction (in 1988) of APPs to replace SERPS. Promotional material suggests that 
due to younger women's assumed prospective frequent job changes, they will benefit 
from APP membership rather than from occupational schemes which do not facilitate 
frequent job changes. Previously married women had the highest odds of PPP 
membership in all the models. There was no significant difference between married 
and single women. The addition of level of qualifications and socio-economic status 
generated odds of membership very similar to those of single women. 
In all models women with no dependent children had higher odds of 
membership, and women with a child under five were the most disadvantaged, having 
about half the odds of membership of women who had no dependent children. The 
introduction of ethnicity, qualifications and socio-economic status into the model 
increased the odds of membership of women whose youngest child was over five to 
being similar to those for women with no dependent children. Unlike for men, 
ethnicity had no significant influence on PPP membership. Levels of qualifications 
had a significant effect in all models, though this diminished when socio-economic 
status was added into the model. Women who had school-level qualifications had 
26% higher odds of PPP membership than women who left school with no 
qualifications when socio-economic status was added into the model (model D), 
compared with 57% higher odds in model C. The slight decrease in odds of 
membership for women with vocational and degree level qualifications in model 0 is 
probably because of the higher occupational pension membership of women in higher 
socio-economic groups. 
The association between socio-economic status and PPP membership was less 
evident for employees than self-employed women, but the odds were interestingly 
high for women employees in unskilled jobs, probably reflecting their lack of access 
to occupational schemes. Self-employed women were clearly more likely to have 
PPP membership if they were in non-manual work, and those who were 
employers/managers had over three times the odds of PPP membership than self-
employed women in non-professional occupations. Comparisons with men (table 9.4) 
show that there was a greater difference in PPP membership between employees and 
self-employed than for women. As we saw in previous chapters, self-employed 
women were the most disadvantaged in their non-state pension membership and table 
9.5 shows that even self-employed women in higher level jobs had relatively little 
advantage over women employees in PPP membership. This is particularly important 
as the self-employed have no other option of second-tier pension provision. 
Table 9.6 explores PPP membership for self-employed and employee women 
and men, controlling for labour market variables and occupational pension scheme 
membership (model E). The inclusion of these other variables into the model 
generated an M-shaped trend for PPP membership for women, with peaks at 25-29 
and at 45-49, coinciding with pre and post childrearing responsibilities. For men the 
trend became curvilinear, with men aged 45-59 having the highest odds of PPP 
membership. For both men and women marital status remained significant (in contrast 
to occupational pension membership in table 9.3) with single men and women having 
the lowest odds of membership. Married men had the highest odds of membership 
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'''''\..nJ'-I' 't'YUIIlCII f¥l'-" 
Constant -4.4640' • -3.2665" 
Age: 16-24 1.00 1.00 
25-29 1.76" 1.12" 
30-34 1.62' • 1.81" 
35-39 1.80" 2.26" 
40-44 1.80" 2.30' , 
45-49 1.98" 2.35' , 
SO-54 1.70" 2.23" 
55-59 1.44 ' 1.61' • 
S9-64 (Men) 1.21 
Marital Status 
Single 1.00 1.00 
Previously Married 1.41 • 0.95 
Married 1.04 1.20" 
.-
No Children 1.00 NIS 
Youngest <S 0.70" 
All Children 5 Plus 0.99 
White NIS 1.00 
Afro Caribbean 1.03 
PakistaniIBangladcshi 0.49' , 
Indian 0.22' , 
No Qualifications 1.00 1.00 
School Level 1.28" 1.25" 
DegreelVocational 1.52" 1.13 
Employees 
Unskilled Manual 1.00 1.00 
Semi-Skilled Manual 0.29' • 0.S9" 
Skilled Manual 0.74' , 0.93 
Junior Non-Manual 0.87 1.13 
Intermediate Non-Man 1.22' 1.17 
Higher Non-Manual 1.35' 1.16 
Sclf-Employed 
Manual 1.99' , 2.25" 
Non-Manual 3.04" 2.32' , 
EmployerslManagers 3.51" 4.3S" 
Weekly HIS <9 1.00 1.00 
9-15 1.44 1.49 
16-20 1.67' 2.74' 
21-30 2.10" 2.19 
31+ (IT) 3.34" 3.40' , 
Earnings 
Band One 1.00 1.00 
Band Two 2.69' , 1.13 
Band Three 3.96' , 2.10' • 
Band Four 4.6S' , 2.37' , 
Band Five S.18" 2.97' , 
Very Small Firm NIS 1.00 
Small 1.08 
Medium 0.95 
Large 0.70' 
Very Large 0.58" 
Ycars Service <1 1.00 1.00 
1 - <2 1.32" 1.43" 
2 - <S 1.28" 1.72" 
5 - <10 1.18 1.84" 
10 - <20 1.36" 1.40' , 
20 Plus YcaIS 1.52' 1.18 
Member of Occupational 
Scheme No 1.00 1.00 
Yes 0.13' 0.10" 
G squared 73'27.2 12447.8 
DF 12061 14203 
Change from 
Model D p<0.Dl p<O.OI 
I'\.ey N/S - Not slgnlilcant 
·p<0.05, .. p<O.Ol refer to the statistical significance of the difference of the odds ratio from the 
reference category. 
Source: General Household Survey 1988-90 (Author's Analysis) 
146 
with 20% higher odds than single men. Previously married women had higher 
membership odds with 41 % higher odds of pension membership than single women. 
As with occupational pension scheme membership, the presence and ages of children 
was not significant for men, but for women the association was significant. Women 
without dependent children had the highest odds of membership. Women with a child 
under five had only 70% of the odds of membership of women who were without 
children. 
Ethnic origin remained significant for men but not for women. The inclusion 
of labour market variables into the model reduced the odds of PPP membership for 
Indian men even further to 22% the odds of white men, and Bangladeshi and 
Pakistani fared a little better but still had only 49% the odds of membership of white 
men. The lower PPP membership levels of these men has clearly been compounded 
by labour market disadvantages. 
Both men and women with no qualifications had lower odds of membership 
and there was little difference in the odds of membership for men and women with 
school-level qualifications. Women with higher level qualification had 52% higher 
odds of PPP membership than women with no qualifications. 
Much of the difference in odds of PPP membership associated with socio-
economic status was assimilated into the other labour market variables, however, 
differences in socio-economic status clearly still had a major impact, and they 
primarily relate to employment status. There was some difference among employees 
according to socio-economic status, with the semi-skilled having much lower odds 
of PPP membership for both men and women. Self-employed men and women were 
more likely to have PPP membership if they were employers/managers. However, 
self-employed women who were in manual work had only about double the odds of 
PPP membership compared with unskilled manual employees, and for men the odds 
were little better. These differences are evidence of even greater disadvantage among 
self-employed individuals, especially women, who were the most disadvantaged in 
terms of second-tier pension provision. 
Even though PPP membership cannot be denied to employed people on 
grounds of employment hours, still there was an association between PPP membership 
and weekly employment hours, with men and women in full-time work having higher 
odds of membership than part-timers. This is likely to relate to how much can be 
afforded out of part-time earnings to invest in a PPP. The association between 
weekly earnings and PPP membership is clearly evident, with women and men on 
higher earnings having higher odds of membership than lower earners. The difference 
in odds of membership were much stronger for women than men, with women earning 
above the VEL having nearly five times the odds of membership of women earning 
below the LEL. Comparable men had just over twice the odds. However, women are 
disproportionately represented among low earners, and self-employed women are 
amongst the very lowest earners, so few women are likely to gain from these higher 
odds. . 
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For women employees size of establishment was not significantly associated 
with PPP membership, however, for men there was a significant relationship, with 
those in the largest establishments having the lowest odds of PPP membership. This 
corresponds with their greater likelihood of occupational pension scheme membership 
in larger establishments. Length of time in job had little effect on PPP membership, 
especially for women, although those who had been in their current jobs for longer 
periods had generally higher odds of PPP membership. 
As expected, both male and female employees without an occupational pension 
had higher odds of PPP membership2. Women with an occupational scheme had only 
13% of the odds of PPP membership of women without an occupational scheme. The 
odds for men were even lower, with occupational scheme members having only 10% 
the odds of membership of men without an occupational scheme. This indicates that 
PPPs are often chosen in compensation for lack of, or in preference to, occupational 
scheme membership. It is only a minority of employees who extend on their 
occupational pension scheme cover with PPP provision. However, the higher odds for 
women may suggest that a higher proportion of them need to top-up their scheme 
(maybe with FSA YCs) due to periods out of the labour market or in part-time 
employment. 
Although PPP membership has been hailed as a way in which women can 
obtain independent pension provision in later life, labour market circumstances and 
life-course events hinder PPP membership. This is a particular disadvantage to self-
employed women who have no other option. PPP membership options do not 
overcome the difficulties experienced by women with child-care responsibilities in 
securing non-state pension membership. The pattern of labour force participation 
associated with women1s parental responsibilities disadvantages their PPP membership. 
Self-employment is seen as offering flexibility for women, allowing greater room for 
manoeuvre when combining parental responsibilities with paid work. However, self-
employed women are likely to be severely disadvantaged in their independent financial 
provision during pensionable years. 
Lack of adequate finances and disadvantages in the labour market make it 
unlikely that women can afford to make costly contributions to PPPs. Those who do 
make PPP contributions out of low earnings are likely to get severely reduced pension 
benefits. The only other option for self-employed women is no second-tier pension 
proVISIon. However, for employee women earning above the LEL the option of 
SERPS is available, and for many may be the better option, as SERPS provides 
guaranteed benefits and is protected by HRP. For both employees and the self-
employed, PPP provision (and occupational pension membership) is not compensating 
for the lack of independent basic state pension because of lack of NI contributions 
made by people earning below LEL (the majority of whom are women) who are not 
entitled to HRP. 
2 There was a slight problem with interpreting this variable as, by definition, the 
self-employed cannot have an occupational pension and are in the reference category. 
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Married Women and Husband's Pension Entitlement 
The discussion in the previous chapter showed that wives have been largely assumed 
to benefit from their husband's pension provision. The analysis suggested that rather 
than wives being able to rely on their husband's pension in the future, that a 
polarisation of couples was evident. Husbands with pensions were more likely to have 
wives with a pension and a significant proportion of couples had neither partner with 
a pension. The analysis in this section estimates the odds of occupational pension 
membership and PPP membership for married and cohabiting women to examine the 
effect of husband's characteristics on wife's pension membership with the multivariate 
analysis. For the analysis of occupational pensions only dual-employee couples are 
considered, and for PPP membership couples where either or both partners are 
employees or self-employed are analysed. 
Occupational Pension Membership 
Table 9.7 shows different models for occupational pension membership for 
married and cohabiting women. The earlier analysis of occupational pension 
membership for all female employees showed that labour market variables, as well as 
parental and marital status, were important in predicting the odds of a woman having 
an occupational pension scheme (table 9.3). Model A, controlling for all these 
variables, was used in the initial examination of married women's occupational pension 
membership. In model B, husband's occupational pension membership was included. 
A further model was tried, involving husband's labour market variables, but the 
inclusion of these variables did not significantly improve the model. Therefore model 
B was the most parsimonious model. 
The most notable aspects of the model are firstly that husband's occupational 
pension membership is significantly associated with his wife's membership, and 
secondly that differences among women slightly diminish when husband's membership 
is controlled, except according to hours of work. Wives whose husband has an 
occupational pension scheme membership had higher odds of having an occupational 
pension themselves. They had 48% higher odds of having an occupational pension 
if their husband had a pension himself than if he did not. So the polarisation between 
couples where both have an occupational pensions and those that do not, as shown in 
the tabular data in Chapter Eight, is confirmed. 
The model controlling for husband's occupational pension scheme membership 
and wife's variables shows that husband's occupational pension scheme membership 
had the effect of diminishing the differences in odds of membership among women 
in terms of most variables. Although high earning wives and wives who had been in 
their jobs for longer periods had the advantage, their privilege slightly decreased in 
rclation to other wives with the inclusion of husband's pension membership. The 
findings from the tabular data that wives cannot rely on husband's for future financial 
provision are therefore confirmed with the multivariate analysis. 
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Women 
Model A Model B 
Age + M:!rit:!1 & +Husb:!nd's 
Parent:!1 Status + Occupational Pension 
Labour M:!rket StJtus 
Constant -6.3359' • 
-6.5-178' • 
Age 16-~4 1.00 1.00 
25-~9 1.11 1.07 
30-3-1 1.8~· • 1.70' • 
35-39 2.~9· • 2.12· • 
40-44 1.8S- • 1.69' • 
45-49 2.00' • 1.84' • 
50-54 1.68' • 1.55' • 
55-59 1.59' • 1.49' • 
No Children 1.00 1.00 
Youngest <5 1.01 1.01 
All Children 5 Plus 0.12' • 0.12" 
Ethnicity N!S N!S 
No Qualifications 1.00 1.00 
School Level 1.31' , 1.29' • 
Degree/Vocational 1.84' • 1.78" 
Unskilled Manual 1.00 1.00 
Semi-Skilled Manual 1.09 1.10 
Skilled Manual 0.85 0.86 
Junior Non-Manual 1.77' • 1.75' 
Intermediate 1.93' • 1.93" 
Higher Non-Manual 1.48 1.49 
Weekly Hour.; <9 1.00 1.00 
9-15 0.76 0.77 
16-~0 1.65' 1.68 
21-30 1.83' 1.87' 
31+ (IT) 4.18" 4.44' • 
Earnings 
Band One 1.00 1.00 
Band Two 5.45' • 5.34' • 
Band Three 13.74' • 13.17" 
Band Four 22.85" 22.28' • 
Band Five 20.52'8 19.79" 
Very Small Firm 1.00 1.00 
Small 1.24 1.25 
Medium 2.21' • 2.21' • 
Large 2.90' • 2.95" 
Very Large 4.35" 4.37" 
Service < 1 Year 1.00 1.00 
1 - <2 2.20' • 2.13" 
2 - <5 3.16" 3.10" 
5 - <10 4.61' • 4.56' • 
10 - <20 7.13" 6.95" 
20 + 10.51" 10.15" 
Husband No 
Occupational Pension 1.00 
With Occupational 
Pension 1.48" 
G squared 4976.6 4952.6 
Dcg freedom 5642 5641 
Change 
- Husband's 
Occupational Pension p<O.OI 
Status 
- Husband's labour 
Market Variables N!S 
Key N/S = Not significant 
·p<O.05, • ·p<O.Ol refer to the statistical significance of the difference of the odds ratio frt 
reference category. 
Source: General Household Survey 1988-90 (Author'S Analysis) 
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Table 9.8 Logit models predicting ppr membership for married women (aged 16-59) (odds ratios) 
Women 
ModclA Model B 
Age + Marital + Husband's 
& Parental Non-State 
Status + Pension Status 
labour Market 
Constant -3.4667" " -40956" 
Age N/S N/S 
No Children 1.00 1.00 
Youngest <5 0.62' • 0.62" • 
All Children 5 Plus 0.96 0.93 
Ethnicity N/S NIS 
No Qualifications 1.00 1.00 
School Level 1.09 1.05 
DegreeNOC<Itional 1.68' • 1.76' • 
Employees 
Unskilled Manual 1.00 1.00 
Semi-Skilled Manual 0.37" 0.37' • 
Skilled Manual 0.68' 0.67' • 
Junior Non-Manual 0.68 0.67 
Intermediate Non-Man 1.00 0.98 
Higher Noo:"'Manual 1.37 1.36 
Selr-Employed 
Manual 1.34 1.55 
Non-Manual 3.05' • 2.64' 
Employcrs/Managers 4.28" 3.91' • 
Wcckly Hours <9 1.00 1.00 
9-15 1.30 1.26 
16-20 1.64 1.70 
21-30 2.18' • 2.29' 
31+ (IT) 3.60' • 3.79' • 
Earnings 
Band One 1.00 1.00 
Band Two 2.09' • 2.23" 
Band Three 2.92' • 3.15" 
Band Four 2.36' • 2.40' • 
Band Five 3.40' • 3.37" • 
Size of Firm N/S NIS 
Length of Service NIS NIS 
Occupational Pension 1.00 1.00 
No 0.12' • 0.12' • 
Yes 
Husband's Occupational NIS 
Pension Status 
Husband's PPP No 1.00 
Yes 3.39" 
G squared 3217.4 3063.7 
Deg frcedom 5825 5823 
Change 
- Husband's Non-State 
Pension p<O.Ol 
- Husband's Labour 
Market Variables NIS 
Kcy NIS = Not significant 
·p<0.05, • ·p<O.OI refcr to thc statistical significance of the difference of the odds ratio from the 
reference category. 
Source: General Household Survey 1988-90 (Author'S Analysis) 
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PPPs 
In Chapter Eight I suggested that there was an equivalent polarisation betwecn 
couples in terms of PPP membership, with wives being more likely to have a PPP if 
their husband had PPP membcrship. The multivariate analysis confirms these 
findings. 
The most parsimonious model (Table 9.8) predicting wives PPP membership 
included their own labour market and family variables and husband's PPP membership 
(Model B). The inclusion of husband's labour market variables into the model did not 
significantly improve the model. There were two notable features of the model. 
Firstly, the inclusion of husband's pension membership slightly diminished the 
differences among women in PPP membership in relation to all variables except hours 
in employment and education qualifications. Secondly, wives had higher odds of PPP 
membership if their husband had a PPP. Husband's occupational pension membership 
did not have a significant effect on whether wives had a PPP. Wives whose husband 
had a PPP had over three times the odds of PPP membership than those with a 
husband without PPP membership. Wives with an occupational scheme had only 12% 
the odds of PPP membership of wives without an occupational scheme. Part-timers 
had significantly lower odds of membership than full-timers and the most 
disadvantaged were wives doing the fewest hours per week. The differences between 
part-timers and full-timers increased slightly when husband's pension membership 
was introduced into the model. 
It cannot therefore be presumed that wives without a PPP will be able to rely 
on their husband's pension membership during retirement. Wives without a PPP 
themselves are less likely to have a husband with a PPP and for these women the 
effects of other labour market variables such as hours in employment compound their 
diminished membership. This is clearly problematic to self-employed women who 
have no other option of second-tier pension provision. 
Gender Disadvantage and Pensions 
Women are disadvantaged in relation to men in their non-state pension membership. 
Domestic responsibilities that constrain women's labour market position, as well as the 
perception of women as carers, affects their non-state pension membership primarily 
through their disadvantaged labour market position. Parental status has no significant 
effect on the pension membership of men but women are significantly disadvantaged 
in their pension membership by their caring role. The lack of disposable income 
available to women on low earnings affects membership of both occupational and 
PPPs for employees, and with the only option of often expensive PPPs for self-
employed women the option of a PPP may be impossible. Occupational pensions are 
inadequate for early job leavers or for those who change job regularly, although PPPs 
clearly dissolve s?me of these problems, however, the price is an often inadequate 
pension upon retirement. For women on very low incomes non-state pensions are not 
replacing the lack of state contributions where HRP is not credited, but for those on 
these very low incomes who do manage membership, their non-state pension is likely 
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simply to replace the income support that they would otherwise have received (Walker 
et al 1989). 
Ethnic origin had an affect of on the occupational pension membership of 
women, but this was because of labour market variables. Ethnic origin had no 
significant impact on the occupational pension membership of men nor on the PPP 
membership of women, however, it had a significant impact on the PPP membership 
of men. Disadvantages in their labour market position meant that men from [ndian, 
Bangladeshi and Pakistani origin had the lowest likelihood of PPP membership. 
For married women the notion that husband's non-state pensions will carry 
them through retirement in the absence of their own independent pension is 
challenged. Wives are much more likely to have an occupational scheme if their 
husband is also a member, and this is similarly true for PPPs. This suggests a 
polarisation of couples between those where both have pension membership and those 
where neither has a non-state pension. The polarisation in PPP membership is 
particularly critical to the self-employed as they have no other second-tier pension 
option and will therefore have to rely on the diminishing basic state pension and 
mean-tested benefits if they do not secure adequate PPP membership. 
Conclusion 
The role of non-state pensions in the pension provision of British people is set to 
increase in the future. [t cannot be assumed that non-state pension provision will be 
beneficial to retired individuals, since a low pension may simply push them over the 
income support line. The diminishing basic state pension has meant that it will 
provide little financial comfort for pensioners in the future. SERPS would once have 
been very beneficial to women employees, however, changes have made its benefits 
of decreasing value. Therefore for employees the securance of an occupational 
pension is increasingly necessary for futun: well-being in retirement. However, 
women are disadvantaged in their occupational pension scheme membership due to 
life course events which locate women's primary role in the domestic sphere. 
Furthermore, disadvantages in the labour market impact on all women, whether or not 
they have caring responsibilities. [n this situation not only are women less likely to 
secure an occupational pension, but if they do they are more likely to secure a low 
paying pension which will be less useful, and even detrimental, to their future 
retirement years, given that it may simply prevent them from claiming means-tested 
benefits. 
PPPs have been heralded as the way forward for women, yet few women 
employees are likely to benefit from them. They are based on levels of earnings and 
amount of contributions, so women's disadvantaged position in the labour market 
prevents them obtaining high pensions. Although PPPs may have solved the problems 
of portability associated with occupational schemes, the price paid is a greatly reduced 
benefit. Women are less likely than men to have non-state pension membership, and 
even those with occupational pensions or PPPs may have a much smaller non-state 
pension which may take them over the income support limit. This will benefit the 
exchequer but may make them financially worse off, as if they cannot claim income 
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support because of their small pension they may be worse off because they do not get 
access to other benefits (Ginn and Arber 1993). The role of PPPs is however, crucial 
to self-employed women who have no other option of a top-up to their basic state 
pension. However, self-employed women are amongst the very lowest earners and 
are even less likely than other women to be able to afford often costly PPP 
contributions. 
Married women are unlikely to be able to rely on husbands for financial 
support during future pensionable years. The polarisation in non-state pension 
membership between couples means that there will be a likely growth in inequality 
between co-resident older couples, between couples who both have pension 
membership compared with those where neither partner has non-state pension 
provision. The less well off will have to rely on reduced state pensions and the better 
off will benefit from two occupational pensions based on lifetime earnings. 
Chapters Six to Nine have given an insight into the disadvantages in non-state 
pension membership of women in relation to men. In the following chapters I 
examine the attitudes of 45 women to non-state pension (particularly occupational 
pension) membership, and their attitudes to the prospect of relying on state pensions 
and benefits, and future financial dependence upon husbands. 
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Chapter Ten 
Future Financial Independence: 
Joining or Not Joining Pension Schemes 
Introduction 
The discussion thus far has demonstrated that there are clear gendered divisions in 
non-state pension membership which impact greatly on independent financial security 
in later life. For women employees it is their disadvantage in occupational pension 
membership which impacts more severely, as occupational pension schemes are 
financially superior to PPPs. Disadvantages in occupational pension membership are 
experienced not only by women in relation to men, but also among women. Women 
are less likely than men to be covered by independent state and non-state pensions 
and influential factors include differences in employment hours, socio-economic status 
and lower earnings. However, differences among women in relation to labour market 
variables, as well as ethnicity, marital and child dependency status, means that women 
cannot be treated as a homogenously disadvantaged group. 
Changes since 1988 have put the notion of choice high on the pensions agenda. 
The inference has been that employees now have much more choice about future 
pension provision with the facility to choose between an occupational pension scheme, 
an approved PPP, or to remain in SERPS. However, the quantitative analysis has 
shown that many employed women have very little choice about pension provision, 
sometimes earning too little to contribute to the state scheme, often being excluded 
from occupational pensions and the lack of disposable income making PPP 
contributions impossible. 
Occupational pension scheme membership is often taken up with very little 
thought, and scheme members have very little knowledge about the schemes (Field 
and Farrant 1993, Williams and Field 1993). The complex literature associated with 
occupational schemes does little to aid understanding (Field and Farrant 1993). Only 
a minority of people with PPP membership feel they have a very good understanding 
of them (Williams and Field 1993), and although regarded as more flexible than 
occupational schemes, the advice that women receive takes little or no account of 
women's disrupted employment lives (Davies and Ward 1992). An increasing number 
of women have taken out PPPs following advice from financial advisers, and this is 
often wholly against their best interests (Davies and Ward 1992). 
This chapter presents the findings from interview data about women's reasons 
for joining or not joining the occupational scheme offered by their employers, and also 
examines the attitudes of part-time employees who were either denied membership 
or worked for an employer who did not run a scheme. I am particularly concerned 
with occupational pension schemes as these provide much better benefits than PPPs. 
The securance of an occupational pension is increasingly crucial in providing a more 
sufficient retirement income. The chapter outlines the issues of concern to the 45 
women (aged 40-59) interviewed when asked about their attitudes to non-state 
pension membership. The interviews were conducted between May and November 
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Table 10.1 Non-state pension membership by part-time and full-time 
employment 
Weekly employment Hours 
Full-Time Part-Time Tot N 
With Occupational Ava 15 
scheme Carla 
Membership Dora 
Jess 
Jill 
Joan 
June 
Leigh 
Mabel 
Meg 
Myra 
Sally 
Sheena 
Shirley 
Tessa 
With PPP Dawn Kit 10 
Membership Judy Kirsty 
Peggy Nadine 
Wanda Petra 
Sam 
Simone 
No Non-state April Cherry 20 
Pension Bev Faith 
Membership Clare Kate 
Fiona Liz 
Gail May 
Jan Paula 
Joy Prue 
Marian Sarah 
Polly Stella 
Sadie 
Yvonne 
Total N 30 15 45 
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1992. Reasons for take-up or non take-up of an offered pension scheme are 
examined together with the perceived adequacy of the information provided about 
schemes. Job changes in terms of attitudes to the flexibility of schemes is also 
examined, especially in relation to PPP membership, and the views of part-timers are 
explored. 
Table 10.1 shows the differences in non-state pension membership between 
the part-timers and full-timers interviewed l . Full-timers were employed for 31 
hours or more per week, part-timer's hours varied (table 10.2) but all were ineligible 
for occupational pension scheme membership. All the full-timers were eligible for 
membership as I wanted to examine the reasons for non take-up of the offered 
scheme, and the sample was designed to contain 15 with an occupational pension and 
15 without, as well as 15 part-timers, none of whom had an occupational pension. 
Four of the full-timers had chosen to join a PPP rather than join the pension scheme 
offered by their employer, and in the absence of an occupational scheme six part-
timers had taken up PPP membership (see Appendix 4 for basic information about 
each of the interviewees). 
The Option of Occupational Pension Membership 
Legislative measures implemented since 6th April 1988 have prohibited compulsory 
occupational pension scheme membership (Reardon 1994). Before this date 
membership could be a condition of employment and consequently for many there was 
no opportunity to opt out. Six of the full-timers interviewed had taken up their 
current employment before 1988 and four of these were automatic members and 
therefore compelled to join the pension scheme (see table 10.3). The other two opted 
into the pension scheme run by their employers, but not as a condition of employment. 
For those who started their jobs after 1988 the 'optional' requirement had been 
implemented in two ways. Either membership was automatic upon job 
commencement with the opportunity to opt out, or they had the right to opt into the 
scheme, usually after a qualifying period (typically six months). These procedures had 
differing impacts on women's decisions to join or not join. 
Membership as a condition of employment 
Of the 15 women who were members of their employer's pension scheme 
(table 10.3) four stated that membership had been a condition of employment and thus 
superannuation had been automatically deducted from their wage packets. As Sally 
stated, 
When I started I was forced to join and I've never stopped since then. When 
I was part-time for 6 months I would have got less but it was never taken out 
and spent, so I have 15 years worth.(Sally) 
1 In the interests of anonymity all names are pseudonyms 
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Table 10.2 PPP membership of part-timers by weekly hours in employment 
Hours per week 
<9 9-15 16-20 21-30 Total N 
With PPP Nadine Kit Sam Kirsty 6 
Simone Petra 
No Non- Kate May Prue Cherry 9 
state Liz Paula Stella Faith 
Sarah 
Total N 4 3 3 5 15 
Table 10.3 Whether full-time women with occupational schemes had to opt-in 
or opt-out of scheme by 1988 legislative changes 
Whether opt-in or opt-out of 
occupational pension scheme 
Whether joined before or Opt-In Opt-Out Tot N 
after 1988 changes 
Before 1988 Carla Dora 6 
Joan Jill 
Sally 
Sheena 
After 1988 Ava June 9 
Jess Myra 
Leigh Shirley 
Mabel 
Meg 
Tessa 
Total N 8 7 15 
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Although compulsory membership might initially provoke resentment the passage of 
time may reveal the potential value of, and an increased commitment to, scheme 
membership. Sally was fortunate in being allowed to remain in the scheme after 
switching to part-time hours as part-timers, at that time, could be legally denied2 
membership of occupational schemes. As part-time earnings mean lower 
contributions into, and benefits from, the pension will be reduced during the time of 
part-time employment. Reduced income from part-time employment often prevents 
contributions being made, although increased awareness about the need for pension 
cover may mean that the money is found from somewhere. 
The actual job has always had a pension attached to it and it was compulsory 
at one stage so I've always had it so it was just part of the out-goings of your 
salary, so we didn't really need to give it much thought.(JilI) 
Employees compelled to join an occupational scheme often receive little guidance or 
literature about the value of pension scheme membership and the need for financial 
planning for the future in general. Although compulsion to join has the positive 
consequences of scheme membership and unnoticed outgoings from salary, it may do 
little to raise awareness of the issues surrounding pension provision. This lack of 
awareness could have negative consequences in future job changes resulting in a 
pension not being sought now that occupational pension scheme membership is 
optional. 
Opting out: options since 1988 
Since 1988 current occupational pension members could relinquish scheme 
membership if they wished, although an informed decision to leave a scheme would 
require some investigation. None of the women interviewed who had scheme 
membership at the time of the changes left the pension schemepurely because it had 
become optional. A variety of reasons were given for not giving up membership, 
however they felt this was rarely based on a well informed decision. 
They had this big thing, didn't they, about opting out. To be honest with you 
I can't remember why it wasn't worth it for me. Whether it was because of my 
age. I think it did say that for anyone who was older than 37, it wasn't worth 
pursuing or something, because I'd already got enough anyway. Somebody 
else looked into it and apparently our pension was as good as anybody's. I 
don't really know a lot about pensions, I really don't.(Dora) 
It might be expected that the optional requirement of pension membership would 
increase knowledge about pensions. However, there was little indication of this 
amongst the women, the majority of whom stated that they knew little about pensions. 
Such a lack of knowledge means that well informed decisions cannot be made, 
2 The interviews took place before the recent ruling of the European Court which 
requires that part-timers be given the same rights as full-timers in occupational 
pension membership (Chapter Three). 
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although there may be some idea of some of the issues at stake, such as issues around 
age, length of time in current scheme and the quality of different schemes. So 
occupational pension membership does not necessarily contribute to increased 
appreciation of the necessity of securing future financial protection. 
How long they had been in their current scheme was a major consideration. 
Myra considered leaving her pension scheme when it was no longer compulsory, 
however, she came to the conclusion that it was not worth it. Although she had 
changed her job since 1988 she had been required to join the occupational scheme 
when she first started working in libraries. She stated that, 
I've been in a pension scheme since I was 21 because I've always been in 
libraries and it was compulsory. When they brought private pensions out two 
years ago they were saying to people that the government are trying to get you 
to top up your pension but I'd been in this scheme too long to get out of it, it 
wasn't worth it.(Myra) 
Duration of occupational pension scheme membership has an impact as frozen 
pensions often lose their value once membership is relinquished. The issue of 
transferability of occupational schemes is crucial as job changes hinder pension 
provision unless those in schemes are allowed to transfer their pension to a new 
scheme, if one is available. Myra has found transfer easy within the library system 
and therefore has been able to build a substantial number of years making opting-out 
uneconomIC. 
Table 10.4 shows how long the women had been in their current occupational 
schemes and the potential length of time they would be in their schemes if they retire 
at age 60. Good occupational pension benefits may depend upon at least 20 years of 
contributions (Davies and Ward 1992) and only two of the women had 19-20 years 
of contributions at the time of interview. Employees with few years of occupational 
peRsion membership. are worst affected by the 'pension trap' where a small 
occupational pension denies the right to means-tested state benefits (Walker et al 
1989). Although most of the women will secure 20 years of contributions if they 
work continuously until 60, this is based upon the assumption that their circumstances 
will not change and that if they changed jobs they would be able to transfer to another 
occupational scheme, if indeed one was offered. 
It is generally much easier to transfer between pension schemes if you work 
in the public sector and table 10.5 shows that the women in the public sector were 
much more likely to have been in their scheme for a longer period of time. This may 
be associated with the relative ease of transferring from one scheme to another if 
movement is within the public sector, and the more extensive occupational scheme 
coverage associated with the public sector (Government Actuary 1994). However, the 
cuts in public sector employment will mean that fewer and fewer employees will 
benefit from this in the future. 
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Table 10.4 Number of actual years and potential years in scheme (if retire at 60) 
of occupational pension members by age. 
Name Age Actual Maximum Possible 
Number of years (if retire at 60) 
years In 
scheme 
Dora 41 16 35 
Carla 43 4 21 
Meg 48 1 13 
Jill 48 11 23 
Sheena 44 5 25 
Tessa 42 2 20 
Ava 46 2 16 
Myra 40 19 39 
Jess 56 2 6 
Mabel 44 2 18 
Sally 46 15 29 
June 41 1 20 
Leigh 41 3 22 
Joan 40 20 40 
Shirley 46 1 15 
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Table 10.5 Number of years with occupational scheme membership by sector of 
employment 
Sector of Employment 
Years in Scheme Public Private Total 
1-4 Carla Ava 9 
June Jess 
Shirley Leigh 
Mabel 
Meg 
Tessa 
5-10 Sheena 1 
10-14 Jill 1 
15+ Dora Joan 4 
Myra 
Sally 
Total N 8 7 15 
Indifference 
Of the women who had been required to opt-into the offered scheme only two 
stated that they had been quite indifferent to membership and had just taken it up 
without examining the issues involved. As Joan said, 
I didn't actually think about it when I went in it, it was just said we have a 
pension scheme do you want to go into it really. I didn't really consider 
whether it was a good thing or nO( at the time, I just did it. Now though I 
would want to keep it on. (Joan) 
Although at the time of joining the implications of membership might not be 
considered, realisation of the value of membership may emerge later. Thus, choice 
of opting in may result in fewer women having occupational pension schemes in the 
future. 
Membership Considerations 
Amongst those who had joined the occupational scheme a variety of reasons were 
given for joining and these included personal stimuli to think about the future which 
resulted in concerns about the levels of state pensions and the ease of contributing to 
an occupational scheme. There seemed to be little consideration about the 
characteristics of the occupational scheme offered itself, and due to the inadequacy of 
pensions literature (discussed later) this is not surprising. 
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Consciousness of getting older 
Pension scheme membership became an issue for three of the women as a 
reaction to their consciousness of getting older. The following response was typical. 
I suppose when you get older, you think its not much longer till you retire, I 
mean 20 years, and I know 20 years seems quite a long time, but the last 40 
have gone so quickly, and the next 20 are going to go just as quick, and the 
fact that in the occupational pension they [employers] were paying half as 
well, it seemed silly not to [take up membership]' because I could never afford 
to put in as much as is going in at the moment, so it seemed like a good idea. 
(Leigh) 
So the realisation that retirement is on the horizon can be a major inducement to 
joining an occupational scheme. This will inevitably result in a reduced contribution 
record which will greatly diminish benefits. Although women may have occupational 
pension membership, the benefits they receive are on average much less than those of 
men largely due to less years of contributions and lower final salaries (on which most 
occupational pensions are based). For those currently retired, the amounts received 
from occupational pension schemes by women was £21.89 per week compared with 
£41.62 for men (Bone et al 1992: Table 6.55). Occupational pension schemes are 
therefore often the better option of non-state schemes for older women due to the 
employer contributions, but SERPS may still be the better option (Reardon 1994). 
The deficiency of state pensions 
Concerns about the deficiency of the state pension was mentioned by most of 
the women as a consideration when taking up their occupational scheme. For many, 
seeing the plight of older family, friends or neighbours, had encouraged this 
awareness. 
I realised that my contribution record already wasn't very good, and I looked 
at the position of my parents on the state and I thought, well I ought to be 
doing something. (June) 
June's reduced contribution record resulted from previous years of unemployment 
whilst 'following my husband around'. Many women are in this position of forsaking 
their own career and their own pension contribution records while moving with their 
husband's job. Involuntary job-leaving, like leaving because of husband's job, often, 
although not necessarily, leads to downward occupational mobility (Dex 1987: 80), 
thereby further disadvantaging pension membership. Women who do not register as 
unemployed for periods of unemployment are not credited with NI contributions. 
Garman et al (1992) found that although women have a greater propensity to register 
as unemployed and sign on for benefit than in previous years (largely due to the 
abolition of the married women's stamp), the number of female unemployed are still 
underestimated. Without NI contributions or credits their own state pension is likely 
to be reduced. 
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The paltry level of the basic state pension is a great concern for both men and 
women in Britain, however, many women are further disadvantaged because they 
opted to pay a reduced NI stamp or 'married woman's stamp' and have therefore 
forfeited their rights to even a basic state pension in their own right. 
I've been in the pension scheme since they started it, October 91 I think it was. 
1 went into it because I'd always paid a married women's stamp and my 
husband's in one. He works as a caretaker and they've got this superannuation 
scheme, and he's always been in that, and I wouldn't have a pension in my 
own right if I didn't pay into it.(Meg) 
Having always paid the reduced NI stamp for some women the necessity of securing 
a non-state pension is perceived as even greater as it is the only avenue by which an 
independent pension income can be assured. Table 10.6 shows the NI status of the 
women interviewed. The women with a non-state pension were more likely than 
those without to have always paid full NI. Therefore there was a polarisation of the 
women, between those who would have independent pension from both state and non-
state sources and those who would have an independent from neither source. All the 
women who had paid reduced NI in the past and those who were still doing so said 
they did not realise the state pension consequences of paying reduced NI at the time 
of opting for it. However, in many cases, the married women's allowance, at 60% of 
husband's pension will be worth more than a married woman will get from her own 
independent state pension. 
State scheme contributions are also affected during times spent outside the UK. 
Three of the women interviewed, all full-timers without occupational pension scheme 
membership, had lived outside of England for a number of years and therefore their 
contributions to the state scheme had been affected. Dawn, a citizen of the US, stated 
that, 
When they started it [the occupational scheme], I'd already got a private 
scheme, so I just kept it going, and I though it was stupid to transfer it...1 
didn't start work in England until I was 35 so I'd already missed 19 years, so 
I wouldn't get much [state pension] when I retired. (Dawn) 
Reduced state pensions are frequently paid to people who have entered Britain part 
way through their employment lives and to those who have spent periods abroad and 
have not kept up NI contributions (Morris et al 1993: 205). Upon entering England 
Dawn experienced considerable downward occupational mobility, from a US army 
officer to a 'kitchen help', where an occupational pension scheme was not offered. 
PPP membership was therefore the only avenue by which her future reduced state 
pension could be topped-up. By the time her employer offered an occupational 
scheme she decided it was too late. 
The concern about having little money during retirement was an issue raised 
by a proportion of both the full-time and part-time women employees. However 
full-timers who were offered an occupational scheme are more likely to be able to 
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Table 10.6 Non-state Pension membership by NI contributions status 
Non-state Pension status 
NI Status With Non-State No Non-State Total N 
Currently No NI Liz 3 
Kate 
Sarah 
Reduced NI Jill Bev 8 
(Married Women's Stamp) Meg Gail 
Sam May 
Sheena Paula 
Once reduced NI Carla Cherry 8 
Now Full NI Kit Faith 
Peggy Fiona 
Prue 
Stella 
Always Full NI Ava April 26 
Dawn Clare 
Dora Jan 
Jess Joy 
Joan Marian 
Judy Polly 
June Sadie 
Kirsty Yvonne 
Leigh 
Mabel 
Myra 
Nadine 
Petra 
Sally 
Shirley 
Simone 
Tessa 
Wanda 
Total N 25 20 45 
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guard against the effects of diminished state pensions. For the part-timers concerned 
about the level of state pension, occupational scheme membership was obviously 
impossible and therefore a PPP was the only option. 
Thinking about the future really, I mean I don't want to be penny pinching like 
forever on the state, and I thought it's stopped at source and you get used to 
paying it.(Petra) 
The depleted level of part-time earnings make contributions to PPPs difficult for 
many women, but if they are deducted at source they can become just part of the 
regular outgoings. 
Ease of contributions 
The ease of having occupational pension contributions deducted at source 
makes contributions unseen, and therefore less likely to be missed. 
I just thought about what I'd do when I'm 65, and you do need some sort of 
income more than your government pension, and its money that I wouldn't put 
by each week, because I've got a growing family, and I don't save, so I just 
thought I'd better pay in for it. (Carla) 
Carla's apprehension about not being able to put money aside for the future because 
of the demands of family responsibilities was a common response from the women 
in the sample. Family responsibilities often make it very difficult for those in full-
time employment to afford pension contributions, and many in part-time employment 
are further disadvantaged. Without the inducement and simplicity of occupational 
scheme contributions Carla would not have saved for the future in another form (eg 
in a building society account) or would not (or could not) pay into a PPP where the 
benefits are much less propitious. 
The ease associated with securing a pension from an employer was coveted by 
the majority (10) of part-timers who did not have the option to join an occupational 
scheme. Six of these had taken out a PPP (to be discussed subsequently) but not all 
were willing or able to do this. As Liz stated, 
I have children and so its a balancing act and a trade off... For most men its 
easy and they go to work somewhere, and they get offered a pension and I 
don't think the average man goes out and seeks his pension. He just gets it put 
in front of him, and he's got the idea of being the breadwinner, and even when 
women do make a contribution to the household it is under-valued. If women 
saw themselves more in that breadwinning role they would be planning ahead 
but all the time its second to caring we'll never plan ahead (Liz) 
As the first call on her money were her children, for Liz pension scheme contributions 
were impossible. The effortless road to pension provision associated with 
occupational schemes, and especially with men's jobs as they are more likely to be 
offered occupational pension membership (Ginn and Arber 1993) means that they do 
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not have to search for their pension. The task of finding a viable pension 
independently of the employer is momentous and takes some effort. It is also a 
gamble as coverage of the bad advice that PPP sellers has shown. The ease of 
employer contributions is therefore favourable. However this contrasts with those 
full-timers who decided not to join the occupational scheme due to its inflexibility 
and the lack of control given to members. Moreover, making a decision to have a 
pension is self-centred, an act which contravenes women's feminine ideal of 
selflessness. 
Reasons for Non-membership 
Table 10.7 Previous occupational pension membership of full-timers without a 
current occupational scheme 
Ever had occupational pension in past 
Current PPP membership Yes No Tot N 
Yes Judy Dawn 4 
Peggy 
Wanda 
No April Gail 11 
Bev Jan 
Clare Joy 
Fiona Polly 
Marian Sadie 
Yvonne 
Total 6 9 15 
Those who had the option of joining an occupational pension scheme outlined a 
number of reasons for deciding not to take it up. Six of the 15 had had occupational 
pension schemes in the past (table 10.7), but none referred to negative experiences of 
previous membership as a rcason for not joining the current scheme offered to them. 
Those who had not taken up a scheme decided not to for a variety of reasons. All had 
given thought to membership but issues such as lack of disposable income, better 
provision through other means, and the temporariness of their job had made them 
decide not to join. 
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Future financial provision through another way 
A number of the interviewees felt it would not be beneficial for them to join 
as they thought they would be financially well-provided for through other means. 
I suppose I don't think it is necessary. I've got the basic pension and I think 
that will do, and I've got my husband and I think he will have to provide, so 
no. (Jan) 
In contrast to the concerns about the level of state pensions referred to by women who 
were members of their occupational scheme, Jan was more content with state pension 
provision, especially as it would be coupled with the financial provision provided by 
her partner. For Jan this made occupational pension contributions unnecessary and 
wasteful. Another way of ensuring a financially secure future retirement was put 
forward by Gail. 
The reason I'm not a member of the pension scheme was, I don't know 
whether to do it, because my opinion is that when people buy a house, you 
take an endowment and once that gets used up, and when my husband dies, 
that's paid up and he's got a pension, so if anything happens to him, I'll get his 
pension and if we both live to 60 or 65, and the house is paid up, you get 
about £13000, and then I think to myself, the more money you've got coming 
in the more you're going to spend on income tax. (Gail) 
An endowment mortgage was considered to be a form of saving for the future, and 
this coupled with the possibility of her husband's pension meant that Gail felt there 
was no need to pay into the pension offered by her employer. The concern about 
losses though tax deductions and benefits relinquished due to the securance of non-
state pension benefits was echoed by a number of the interviewees. 
Lack of disposable income 
For women who had little money coming in, or a lot going out, the current 
financial implications of joining had to be considered over and above future financial 
concerns. Table 10.8 shows the non-state pension membership of the full-timers by 
their weekly earnings. The financial contributions involved in pension membership 
were of enormous concern to some of the interviewees, especially lone parents, 
although they were by no means the only ones. 
I've considered it briefly but its been a matter of living hand to mouth, and day 
to day, and its been a struggle. (Joy) 
As a below average earner and a lone parent the first call on Joy's money is herself 
and her children, making pension contributions impossible. Women are 
disproportionately affected by the financial problems faced by lone parents as the 
majority of lone parents are women (Opes 1991a). Consequently for many women 
taking on a non-state pension scheme is a theoretical option, rathcr than a practical 
onc. 
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Table 10.8 Non-state pension scheme membership of full-timers by weekly 
earnings 
Weekly Earnings 
Band 2 Band 3 Band 4 Total 
occupational Dora Jill Sally 15 
Tessa Joan 
Ava June 
Jess Leigh 
Shirley Mabel 
Meg 
Myra 
Sheena 
Carla 
with ppp Dawn Judy 4 
Wanda Peggy 
No Non-state April Bev 11 
Gail Clare 
Joy Fiona 
Polly Jan 
Marian 
Sadie 
Yvonne 
Total N 11 18 1 30 
Key 
Band 1 - Below the LEL (54.00 per week) 
Band 2 - Below women's average3 (£191.50 per week) earnings but above the LEL. 
Band 3- Above women's average earnings but below men's average earnings 
((£340.10 per week) 
Band 4 - Above men's average earnings 
3 Average earnings are taken from the New Earnings Survey (Department of 
Employment 1992) and are based on average earnings of full-time male employees 
and of full-time and part-time female employees. However many part time employees 
are excluded through not being members of PA YE schemes. 
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At the moment I'm not contributing to a pension scheme because of the 
money, because I took a mortgage and the interest rates went up so it got too 
tight. I was going to have my own pension scheme and r opted out, because 
I thought it was up and running from my previous job, but it wasn't, and being 
£55 a time, I decided I would leave it until I sold [house] and my regular out-
goings became less. When I move and get a smaller place and smaller 
outgoings r shall opt back in or have my own, I'm going to take advice on 
them. (Marian) 
Financial commitments to current spending pnOrItIes affect commitment to future 
financial well being. As a woman living alone, Marian must find the mortgage 
repayments on her own. Therefore it is not only poverty (Marian is on average 
earnings) that might prevent women taking out non-state pension cover but also other 
commitments, which are more pressing in the prevailing situation. It is not only 
women with children who cannot afford to take out pension cover; women without 
children may also have other financial obligations. However, Marian's main reason for 
opting out of membership was because she thought her membership of the scheme 
with her previous employer still remained and therefore her decision was based upon 
incorrect information about her pension position. The problem of inadequate or 
misleading information is very pressing and will be discussed subsequently. 
Low earnings and lack of disposable income is a greater concern to part-
timers, though six part-timers had chosen to take out a PPP (see table 10.9). 
However, for some, PPP membership, although desired, was impossible. Sarah's 
response was typical. 
Yes, of course, I've thought about pension schemes, and what will happen 
when I'm 60 or 65, but I can't actually see how I'm going to achieve that. I 
can't afford to payout x amount every month, because my income changes all 
the time, and although I think practically it would be better for me to have a 
private scheme, I can't see how I can do that. I wasn't that bothered about it 
until I got to be 35 and I thought I should really think about this, but as [ 
stand now, no, there's no way. (Sarah) 
Lack of non-state pension provision was a serious worry to some women on low 
incomes but low part-time earnings make contributions even more infeasible. Sarah's 
income is low and sporadic as her earnings are not fixed, but depend upon items sold. 
Women in part-time, temporary and irregular employment may not know how much 
money they will have from one week to the next. In this situation setting aside fixed 
PPP contributions might be impossible. Furthermore earnings below the LEL mean 
no contributions are being made to the state scheme, unless on a voluntary (probably 
also not affordable) basis or unless credits are being awarded. 
As the partner of an unemployed man claiming income support, Sarah is 
unwilling to declare her earnings for tax purposes, as her husband's benefits will be 
seriously affected. Women whose husband's are claiming income support often have 
to take informal employment (Leonard 1992). Such employment may seriously impair 
their state pension provision. 
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Table 10.9 Weekly earnings and weekly hours of part-timers 
Hours per week 
<9 9-15 16-20 21-30 Tot N 
Band 1 Kate May 4 
Liz Paula 
Band 2 Nadine* Kit* Prue Cherry 10 
Simone* Stella Faith 
Sam* Sarah 
Petra * 
Band 3 Kirsty* 1 
4 3 3 5 15 
Total N 
Key 
* PPP member 
Temporariness of job 
Women's employment is often characterised by career breaks (Larwood and 
Gutek 1989). The question of job changes is therefore crucial to women's pension 
membership. Concern about job mobility induced a number of women to refuse 
occupational pens~on membership. Clare's response was typical. 
At that particular time, I'd only been here a couple of months, and they 
brought out the scheme, and at that time I didn't know whether I wanted to 
commit myself, and really I thought I wouldn't be there long enough to be 
thinking about things like that. But on reflection I should have joined then, -
I would have been two and a half years down the road, but I didn't. The 
insurance man called two weeks ago, but really he feels I would be better off 
to join this one [the occupational scheme] and now I feel I've wasted two and 
a half years. Is it worth me joining? I really should do it, yes, I can afford 
it now, and you can afford what you want to afford really. I just feel I would 
have been better off to do it two and a half years ago.( Clare) 
It is difficult to predict the future. Although a job may seem temporary, it may tum 
out to be relatively permanent, especially in the current economic climate where jobs 
are scarce. Valuable years of pension contributions can be lost for women who 
perceive their jobs to be temporary, and the problems associated with transferring 
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contributions compound the dilemma. The temporariness of jobs is an issue that 
affects many women who have either had children, or envisage having children, and 
in consequence modify their careers in order to fit in with their home responsibilities 
(Hewitt 1993, Newell 1993). As Yvonne stated 
Yes, I have considered it. Its partly because I'm not sure about my future in 
Social Services, and I don't know if there's the commitment there to spending. 
I'm not going to spend years there anyway, but I'm actually thinking about 
leaving in the near future, which is one of the reasons why I haven't gone into 
it. That was the choice I made really. (Yvonne) 
Yvonne declared earlier in the interview that she intended to have a child in the near 
future and therefore at the age of 41 her employment would be disrupted by 
childbearing. She had rejected occupational pension membership when it was initially 
offered. After the interview she decided she wanted to join the offered scheme but 
was prevented from doing so by occupational rules which stated that an employee's 
initial decision was fina14 • She therefore changed her job and 18 months after the 
interview she has a very young child, a full-time job and a pension scheme. Her 
'professional' job made this job change easier. It is less easy for women in other types 
of jobs. 
I didn't actually take it up, mainly because I don't intend to work until I retire. 
In fact, I hope I won't work full-time for much longer plus my husband is in 
a very good pension scheme, and if anything happens to him, I would get half 
of his pension, plus lump sum, so that's why I decided not to (Fiona) 
Pension membership is a long term commitment, and expecting not to stay in the same 
job until retirement might act as a deterrent to taking membership. Most of the 
women interviewed felt they had more choice about whether or not to work in part-
time or full-time jobs than men. Because part-time jobs were known to not offer 
occupational schemes, there seemed little point to full-timers to take out a scheme if 
they intended to move later to part-time employment. Therefore, concerns about lack 
of pension provision offered to part-time employees coupled with the lack of 
information generally about the possible transferability of pension contributions may 
induce many women to decide not to join their offered scheme. 
The temporariness of employment was also an issue for part-timers because 
more of them felt that part-time employment was an avenue by which they could 
return to the full-time labour force. 
4 Some companies are now offering amnesties to give a second chance to those 
who turned down the initial opportunity of occupational pension scheme membership 
(Foremen 1995). 
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I would Uoin] now. I mean the occupational pension contribution area is 
always assessed according to earnings anyway and then its backed up by a 
contribution by an employer, and if I had a full-time job now, I would be 
somewhat better off. But I think because I regard this job as temporary, I 
know even if I start paying a personal pension, I won't have a massive 
pension, and I won't be able to maintain the same standard of living I had 
beforehand. Employment has always been conditional, and therefore its always 
been very difficult to plan for the future, when it's like that. (Liz) 
As pension contributions are contingent upon employment, conditional and sporadic 
employment makes planning for the future virtually impossible and part-time 
employment, by its very nature, is generally less secure and more sporadic than full-
time employment. Although Liz is currently a part-time teacher her prospects of not 
only finding full-time teaching, but also a job with a pension scheme are much greater 
than women who are part-timers in other sectors, for example cleaning and domestic 
employment. Therefore the future prospects of getting occupational pension 
membership in part-time employment is differentiated around socio-economic status 
and around the issue of future opportunities for well paid full-time employment with 
all the associated fringe benefits. 
Disapproval of occupational schemes 
The recent Maxwell scandalS had made pension proVISIon seem like an 
unnecessary gamble rather than a form of future security. As Polly stated, 
I prefer to put the money into old pine furniture and over the years you really 
see prices go up, and I'd rather have the money sitting there and appreciate 
something I can see, and with Robert Maxwell, you don't know what's 
happening to it, and whatever happens somebody else is making the interest 
out of your money anyway.(Polly) 
Many of the women said their concerns about occupational pensions had been ignited 
by the Maxwell scandal, and therefore investing the money in something certain, like 
household items, was preferred. The Maxwell scandal has generated grave doubts 
about the safety of money invested in pension funds. Although full-timers with an 
occupational scheme membership appeared to have great trust in their employer's 
handling of their pension contributions. 
S There has been a heightened public awareness of pension issues, largely as a 
result of scandals such as the Maxwell scandal, in which he stole money from his 
employees' pension fund (Reardon 1994). 
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One interviewee had not joined the occupational pension scheme as a matter 
of principle. 
At that time I'd been a member of the Labour Party for years and at the time 
I was quite het up. It seemed that the contributory pension was not going to 
be continued, and it was going to waste away, and the government was 
actually going to trash it. There was a lot of talk of how useless it was, and 
it was a waste of money for the country, and everybody should be on their 
private pensions. I felt it was literally giving your money to strangers, and 
you didn't know what those strangers were going to do with it, and they could 
be investing in something I am not happy with, but I wouldn't know. The man 
who came here who introduced the pension to us - I didn't like the answers 
he gave to questions we asked him, so I didn't join it, but I remember thinking 
I'm losing out here. My principles meant more to me then, but now I would 
definitely join, but I would want to know where the money went and this 
Maxwell thing is disgraceful. (April) 
This was an uncommon response amongst the women I interviewed. For April, 
commitment to the principles of state provision was more important than securing her 
own future even though she knew that the state pension scheme was being eroded. 
She was also concerned about ethical investment. Increased social awareness suggests 
that concern about ethical investment is likely to grow (Spicer 1992). The first ethical 
pension fund was introduced by the Laurentian Financial Group in 1994 (Atherton 
1994). Although some PPPs have taken this issue on board, ethical investment is a 
problem for occupational schemes whose guiding principle is that the trustees must 
act in the best interests of all beneficiaries (Spicer 1992). The result may be that 
people concerned about ethical investment will tum to PPPs for pensions. 
Membership not thought about 
All the full-timers who were not members of their occupational pension 
scheme stated that they had given pension provision some thought in the past. This 
is understandable since all had been offered an occupational pension by their current 
employer. However, six of the part-timers said they had never really thought about 
pension provision. For these women it was the interview that stimulated consideration 
of pensions. The following response was typical. 
It's never really been an issue to me until you just made me think about it. It's 
a bit depressing thinking about that far ahead, but I suppose you have to don't 
you. I know this sounds stupid but my husband's 46 and I'm 40, and he talks 
about retirement...I don't even think about retirement from here. I mean when 
does it hit you? When do you suddenly think you know this is going to happen 
and I've got to do something? I mean he's done something, he's got this private 
pension scheme running. I don't know why I haven't really thought about it. 
Maybe its being part-time, and you think I'm only part-time, its not worth the 
hassle. But I'd certainly be interested in the address for this state thing.(Prue) 
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So the interview raised awareness of issues about pension membership. In the past, 
although pension membership was considered to be important for her male partner, 
this did not translate into Prue's concomitant concern about her own pension. This is 
partly a consequence of little available information, and part-timers are particularly 
vulnerable in this respect as most employers only give information about the pension 
scheme to employees who are eligible for membership (to be discussed subsequently). 
Not only has pension membership been disregarded as an issue by employers of part-
timers but this may be internalised by part-time employees. 
I think because I was only working a few hours, I didn't really bother about 
it. I've taken out some savings plan but really they're insurances, so when you 
reach retirement age you get a lump sum, because I felt that because I hadn't 
got any pensions then with my employer, perhaps I ought to do something, 
because its all so different now, because years ago you just left work and you 
were given a state pension, but that's not the case any more. Not that I know 
a lot about it. I must admit I'm a bit lazy in that respect.(Stella) 
Stella has clearly considered the problems of future financial planning, and in the 
absence of a pension has taken out a savings plan. Part-time employment may cause 
some women to perceive not only their employment to be of little status but also 
cause pensions to be not seen as an issue. Stella has taken out insurances because she 
had nO pension from her employer, although she did not expect to be offered a scheme 
by her employer. Therefore financial planning for the future is important, yet not 
considered to be part of her employment deal. Women in part-time employment seem 
to expect less fringe benefits than women in full-time employment. 
Membership taken away 
One woman complained that she had not chosen to leave her scheme, but 
rather had been taken out by her employer. 
He [employer] said "You have nO choice, it's not what you want at all". He 
talked to me as if I was absolute dirt. He said the scheme pays out a pension 
at 60, but I said you've got a right to go On working. He said "It's nothing to 
do with you, and you're married aren't you, and got a husband. Go and ask 
him". Well, I thought it was disgusting, and I'm 60 On Saturday, and I don't 
know what I'm doing. He [employer] gave me my pension thing, and they 
stopped my pension two months ago, before I'm even 60. (Bev) 
Thankfully this was an unusual case, but demonstrates the power of employers in this 
respect. Lack of control, lack of consultation and discussion, lack of information 
combined with the sexist and ageist assumptions of her employer has deprived Bev 
of her membership entitlement. The Barber ruling makes such practices illegal, if they 
do not apply to men and women alike. 
Women are disadvantaged in securing pension membership. They are less 
likely than men to work for an employer who runs a scheme, with part-timers being 
more disadvantaged than full-timers. For many women PPP provision may be the 
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only non-state option, but benefits from PPPs are likely to be inferior to occupational 
pension benefits, and can be legally inferior to those gained through SERPS. 
Moreover, low pay prevents many women from making contributions to occupational 
pensions or PPPs. Contributions from low earnings mean that pension benefits will 
be very low. Women's family responsibilities, resulting in many perceiving their jobs 
as temporary, means that inflexible occupational pensions are ineffectual. Under these 
circumstances, PPPs may be taken out, even though they are financially inferior. For 
many women SERPS is the better option, since it is protected by HRP, however, 
concerns about the depreciation of state pension provision6, means many women are 
unconvinced that it is the right option for them. 
Literature and Information 
For those who are offered an occupational scheme the decision about adopting 
membership is often strongly influenced by the information they have received from 
their current, as well as from previous employers, about pension schemes. There are 
legislative requirements on pension schemes to provide members with information 
(Ellison 1986, Ward 1990a), and occupational scheme members should receive basic 
information within 13 weeks of joining the scheme (Ward 1990b). Members should 
also now receive an annual statement covering their own retirement benefits, benefits 
for a survivor if the member dies after retirement, and the minimum payments made 
by the employer (Ward 1990a). 
Knowledge and misunderstandings about pensions 
Information on pensions comes from a variety of sources. Employers must 
provide information profiling their particular schemes. Information can also be 
received from other sources such as financial advisers in banks, the media, friends and 
relatives. The majority of the women interviewed felt their knowledge about non-
state pension schemes was, at best, inadequate and, at worst, non-existent. Table 
10.10 shows that only 10 of the women interviewed felt they had an adequate 
knowledge of pensions. This meant anything from knowing how much they would get 
in retirement to knowing the financial details of all pension options. The majority of 
those who felt they had very inadequate knowledge of pensions did not have non-state 
pension membership, but still 15 of those with a non-state pension felt they had 
inadequate knowledge. The following response sums up the frustration felt about the 
lack of information given about pension options. 
I had no advice from my parents, employers, bank managers, and it's only been 
specific salesmen who have talked about life insurance, and I've always been 
quite wary of them really. I don't feel I can trust a salesmen. If it was a 
pension I would really go into it and I'd get the financial papers and try to 
understand what it means. I don't understand a great deal about it now (Sarah) 
6 Most recent estimates reveal that the Pensions Bill is paving the way for savage 
cuts in SERPS, meaning an average drop in SERPS benefits for people retiring within 
the next 50 years of £15 per week at today's prices (Cicuti 1995: 2). 
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Table 10.10 Interviewees own perceptions about their general knowledge of 
pensions 
Pension Status 
With With No Non Total N 
occupation PPP State 
al 
Feels has adequate Ava Judy 0 10 
knowledge June Kit 
Leigh Nadine 
Meg 
Myra 
Shirley 
Tessa 
Feels has Carla Dawn April 35 
inadequate Dora Kirsty Bev 
knowledge Jess Pat Carol 
Jill Petra Cherry 
Joan Simone Faith 
Mabel Sam Fiona 
Sally Wanda Gail 
Sheena Jan 
Joy 
Kate 
Liz 
May 
Marian 
Paula 
Polly 
Prue 
Sadie 
Sarah 
Stella 
Yvonne 
Total N 15 10 20 45 
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Taking up a scheme: knowledge about schemes 
Pension literature is very important in providing information about schemes 
and in raising awareness of the advantages of pension provision in general. The most 
common feeling about the pension literature was summed up by Clare who stated that, 
The problem is its all 'double dutch' to me, but I work in administration, so I'm 
not stupid. (Clare) 
Clare's decision not to join the pension scheme offered by her employer was largely 
the result of the unhelpful literature she was given about her employer's pension 
scheme. Reading the literature was not seen as crucial to those for whom membership 
was compulsory. As Sheena stated, 
I didn't choose to pay superannuation, it is compulsory. I'm sure it just 
appeared on my pay slip, that they'd docked me so many pounds for the 
month. I think I did get a booklet about the pension rules and things but I was 
already paying it then, you know it was just an automatic thing that you 
actually pay it. (Sheena) 
Compulsory membership made reading the literature seem pointless. If we view 
literature about schemes in a wider context of raising awareness about pension choices 
generally, then those who had been members of compulsory schemes may be 
disadvantaged in the sense that the lack of attention given to the literature provided 
for them, might have done little to raise their awareness of pensions generally. 
I think you just got the forms telling you you were in a pension scheme in 
loads of jargon, that you didn't understand, and you just knew that it was going 
to come out of your wage, so you just accepted that x amount of money was 
going to come out every month. I've got no idea how much I'll get. The last 
time I looked at my superannuation was when I moved here. It said I'd lost 
one day's pensions because I had been on strike, and the strike was maybe 5 
years before I left. And they froze it [Myra was unemployed so her pension 
was frozen], and I was only out of work for six weeks luckily, and I was able 
to just join back up here [she transferred her pension to her new job], 
otherwise it would have just been frozen until I was 60, and I couldn't touch 
it and I didn't realise that until I actually left. (Myra) 
For Myra the lack of information gained not only relates to pension entitlement it also 
covers transferability, freezing, and money deducted due to, for example, strike action. 
However, one woman found that the information she received upon leaving her job 
in the civil service was very good. 
About a year after I left the civil service, the pension branch sent me a 
statement. I've got 16 and a half years worth and I'd accrued about £24 per 
week at whatever was the going rate in 1985. (Shirley) 
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Not only is the information useful in providing knowledge about the scheme it also 
enables planning for the future. Shirley has joined the occupational pension scheme 
of her current employer based on the knowledge that she would not have enough from 
her previous scheme. 
Part-timers generally do not receive information about a scheme for which 
they are ineligible. The majority of those in part-time employment only knew that 
their employer ran a scheme, as they had heard about it 'from my friends' or 'because 
all libraries run pensions'. Only one had received information about the scheme from 
her current employer, and that was by mistake. 
The general manager asked me whether I wanted to do the pension scheme, 
but I didn't do enough hours. Like all these things are suggested to you and 
I read it through, but I didn't do enough, I only do 20 [hours] a week.(Sam) 
Although she was ineligible for membership the information had made Sam aware of 
the issues and she had taken out a PPP. Later in her interview she gave her reasons 
for taking this out. She stated that, 
I did it because the insurance man suggested it, and I'd been looking at the 
work's pamphlet. (Sam) 
There is a need to provide information to all individuals, not just employees who are 
eligible, as it is only in this way that issues about future financial planning can be 
taken on board. 
I actually did training with one company, and I had to show videos about 
benefits, and I had to show one on pensions, and that actually made me think, 
because pensions doesn't mean anything, but the video showed all the benefits 
to different types of people with pensions ... but I couldn't take one up there, 
because I wasn't working enough hours, but I would have taken one up having 
seen that. I don't understand the pensions literature, its horrendous and I like 
to think I'm pretty sort of together.(Kit) 
As a part-time company trainer Kit gained useful insights into pension options. 
However, it is ironic that she was ineligible to join the scheme, emphasising the 
inequitable treatment of part-timers. Kit chose to take out a much more expensive 
and less financially remunerative PPP. 
Information from a previous job 
Interviewees who had previously been employed in a pensionable job and had 
received information there about the scheme (see table 10.11) referred to the effect 
this had on their decision to join their current scheme. The information received by 
women who had previously been employed in the public sector was praised highly, 
and in the following response it is contrasted with the information received in the 
private sector. 
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Table 10.11 Whether or not offered an occupational scheme In the past by 
current part-time and full-time employment 
Weekly Hours 
Offered Full-Time Part-time Total N 
Occupational scheme 
in past 
Yes April Faith 22 
Ava Kirsty 
Bev Kit 
Carla Nadine 
Clare Petra 
Dora Prue 
Fiona Sarah 
Judy Simone 
June 
Marian 
Myra 
Sally 
Sheena 
Shirley 
No Polly Cherry 23 
Dawn Kate 
Gail Liz 
Jan May 
Jess Paula 
Jill Sam 
Joan Stella 
Joy 
Leigh 
Mabel 
Meg 
Peggy 
Sadie 
Tessa 
Wanda 
Yvonne 
Total N 30 15 45 
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It's all part of your induction when you join the civil service. I joined in 1969 
and I was sent off to do training and part of that was terms of employment and 
pension provision. Before that, when I was 20, I joined a factory and I think 
you had to be 24 to join, and the question never arose because I left before 
then. When I joined the council they gave us lots of information about 
pensions. I used to keep being given leaflets with my pay cheque, laying out 
what the options were but as I kept telling the temp organiser I don't intend to 
be here very long to reap any sort of benefits, and I thought I might be away 
from there in two years anyway, and they'd have to pay it all back to me. As 
it was I was there two and a half years, but you had to actually go through this 
business of opting in. (Shirley) 
The information received in the civil service was praised as it consisted of an 
induction course, and as there were no age restrictions knowledge was gained at an 
early age. The age restrictions imposed in Shirley'S previous job in the private sector 
meant she was not given information about the occupational scheme. It might be 
expected that since the 1988 changes information would have improved but Shirley's 
experience was that it had deteriorated. As she stated. 
[In current job] I was sent on a training course and our COHSE organiser had 
only an hours space for a talk on superannuation and trade union things and 
at the talk we were only given the printed matter that went with it. (Shirley) 
The quality and quantity of the information that Shirley received about pensions had 
declined over the years, and in fact in her most recent employment she only received 
a limited amount of information (and this was from the trades union) about pension 
membership. The quality, quantity and extensiveness of the information received by 
Ava in earlier years was invaluable. She stated, 
My first job was nursing and it was a really good training hospital, and they 
had people in to advise you on bank accounts, because they preferred to pay 
into a bank. So that's how I found out all about bank accounts and pensions. 
All nursing people were superannuated then, and I think they still are, so, of 
course, they'd explain to you how you'd pay in all this money and when you 
retired, because they hoped you'd be there for life. You'd get a lump sum and 
a pension at the end of it all so I thought right, the only way to insure your old 
age was to make sure you went in jobs that had their own pension as well as 
the state pension. (Ava) 
Ava was 17 when she trained as a nurse, and from the information she received at that 
early age has felt that it was important to always have a job where an occupational 
pension scheme was offered. The value of good information at an early age is 
therefore crucial in shaping future pension planning. Furthermore the information 
received also enabled Ava to decide to refuse to pay the reduced NI stamp, so that she 
would also secure her independent state pension, independent of her husband's 
contributions. 
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Part-timers who had been offered an occupational pension associated with a 
full-time job in the past also had previous knowledge to fall back on. The following 
interviewee had worked in jobs where she had received information, and so had taken 
out a PPP. 
When I started in local government when I was about 16, I was told that when 
I became 18, superannuation would be automatically deducted from my wages 
to go towards a pension, and like most people I started paying superannuation 
and didn't really think about it. I first started thinking about a pension when 
I became ill, and when I started thinking about asking for ill health retirement. 
The whole thing came to a head then, and I was really glad that I'd paid in that 
superannuation all those years, because it did give me a small amount of 
independence that I wouldn't have otherwise had. Since I've had the ill health 
retirement, I've thought very very seriously indeed over the whole situation of 
pensions and so on, and obviously because I took out a private pension while 
still employed I had thought about it previously ... so I didn't really start to think 
about pensions very seriously until the beginning of the 1980's.(Nadine) 
Previous pension scheme membership, coupled with information are major 
inducements to pension provision. For women ineligible for membership of an 
occupational scheme, a PPP may seem the only answer. Part-timers may gain their 
information in other ways as is shown by the following response. 
I took out a pension scheme and it was one of my patients (Kirsty is a 
physiotherapist) that persuaded me that this really was a good thing to do, and 
in fact it was one of my older patients. (Kirsty) 
Contact with older people can raise awareness, but the ad hoc nature of this means 
that it is rather 'hit and miss'. There is a need for more discussion about retirement 
in general and pensions in particular, as well as more access to well-presented and 
adequate information. 
Literature and non-take-up 
The majority of those who had chosen not to join the occupational scheme 
stated that they had received either inadequate, sparse, or no information at all. 
I think it was when AYes first came out and they told us all about the 
benefits, but I've never had any other information. I don't know where I'd 
stand. I'd like to know whether it's all worth it, and how much I might get at 
the end and so on. (Fiona) 
Information may induce some women to join, and the lack of it might deny women 
pension membership of potential use to them. The decision to refuse membership 
need not be based on information about the scheme but on the lack of it. 
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At one stage, I did read something that said if I died my pension would go to 
my wife if I was married, but I don't think it would go to my husband if I was 
married, but that may have changed now. I spoke to this [insurance] bloke 
about it yesterday. He said he would imagine it would go to my parents as 
next of kin to dish out, but had I made a will to specify and I think that's 
probably the difference of having your own pension scheme where you choose 
a pension scheme where the wording suits you, so I shall probably do that. 
(Marian) 
The information needs to be relevant to both female and male employees, as sexist 
language which overlooks women's experiences might either put women off joining 
or make them feel that the pension scheme will not cater for their needs. However, 
PPP literature is not necessarily any more satisfactory (Davies and Ward 1992). 
Information about benefits from the scheme 
Although the quality of the information given to prospective, and actual, 
pension scheme members was addressed in the 1986 Social Security Act (Ward 
1990a), the majority of those interviewed stated that the statements they had received 
about their personal benefit entitlements had been at best poor and at worst non-
existent. The following response was untypical. 
Well that comes once a year, in the summer usually from finance office. They 
give you a breakdown - how much is, how much you've paid and how much 
its going to be worth. (Jess) 
Jess stated earlier in her interview that the pension manager responsible for setting up 
her scheme was very concerned about distributing adequate information. Adequate 
details about future pension entitlements are crucial as they facilitate future financial 
planning, and as contributors, members deserve to know about the benefits. Though 
the following interviewee received yearly statements, and a large amount of literature, 
she remarked on the quality of this information. 
They did [send information] but it was very difficult to understand because 
they don't talk in a language you can understand. They talk about what is 
going to happens when you're 60, and how much its worth, but its still very 
difficult to understand. They don't talk in basic language I don't think, but it 
still seemed a good idea to do at the time. (Leigh) 
The timing and quality of the information is obviously very important and the 1986 
Act stated that all information should be in a readable and understandable text (Ward 
1990a). Nonetheless, only a very small minority of the women I interviewed stated 
that the literature they received was of good quality. Leigh still joined the scheme on 
the basis of information that was unreadable, and it seemed that the majority of the 
interviewees had taken up their scheme in the same way. 
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Non-State Pensions: The Impact of PPPs 
The 1986 legislative changes, which improved the visibility of PPPs as a pension 
option, has led to an upsurge of information in the media about PPPs. All of the 
women interviewed who had a PPP had one that was contracted out of SERPS and 
therefore had an APP. The upsurge in information had some impact upon awareness 
of pensions and the pension options open to the women interviewed. 
I think you do get adequate information, but it's just knowing where to find it, 
and most people can now find it, because its advertised more regularly, as well 
through banks and financial advisers, and they are becoming more 
approachable as institutions. The government has made sure there is 
information around, because they want people to go for a private scheme. 
(Tessa) 
As a member of an occupational scheme, Tessa felt that information on pension 
options is available to all (although she had not actually gone out to find it herself). 
Adequate information is legally required and this may be partly due to the 
government's wish to promote private pension provision. 
Media attention given to PPPs, together with the inadequacy of the 
occupational scheme literature, made one of the women take out a PPP. Although a 
usually financially inferior option, the information received from her PPP advisers 
seemed more adequate. 
I had the opportunity to join this one here and everybody said how good it 
was, so after my six month trial period I was allowed to join the scheme, 
which I did, and when I tried to find out what it would be worth when I 
retired, I was having trouble finding out details, and since I knew I wouldn't 
be here for the rest of my working life, I felt it better to come out while I 
could still get some of the money back, and I could put it into another scheme 
[a PPP]. It was a bit of a struggle getting out of that scheme. (Judy) 
So the lack of useful literature from occupational schemes may deter women from 
joining. Those who are members may withdraw from membership and go into a PPP 
where they are given more information about where the money is going and what the 
benefits are likely to be. PPPs often provide much more information about the 
benefits accrued from their schemes, partly because they are trying to sell their 
schemes to customers. However, the following interviewee, who also opted for a PPP 
rather than the occupational pension, found that the information about her PPP was 
also lacking. She stated that, 
I'm a little bit cross with them. When I originally took out the pension they 
told me what I could expect to get, but since I've increased [my contributions], 
they've never ever told me what I can anticipate getting, and I think it's 
terrible. I don't want to say to them, well, I'll opt out and join the 
occupational scheme, because you do lose money.(Wanda) 
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It may ge that PPPs provide good literature initially, to entice custom, and later 
provide less good information and service once people are in. Whatever pension is 
entered into, lack of information about benefits may induce swapping from one to 
another, although for Wanda the concern about loss of benefits prevented this. 
For part-timers media coverage about pension schemes, along with 
advertisements about PPPs, had raised their awareness of the pension issue. 
All the media coverage of SERPS was raising the question. I actually went 
to a bank adviser in the end and he set it all quite simply out on a piece of 
paper and we discovered which one had the best pension and we, [husband] 
and I, both got these pensions. (Simone) 
Although media coverage may increase awareness of pension options, part-timers on 
very low incomes may rarely be able to afford PPP membership. Table 10.9 shows 
that part-timers on very low earnings are less likely to have a PPP than those on 
somewhat higher earnings. The following response highlights this concern. 
I have started to think about pensions, because of the television advertisements, 
but it's very difficult to set money aside for that, and it still feels a long way 
off, and it's only now and again I read an advert which talks about how much 
your final pension is reduced by each years delay, that I think, I really must 
do something about this. (Liz) 
The media coverage of the need for independent pension planning, together with the 
advertising campaign waged by pension consultants and insurance agencies, may do 
much to raise the question of the need for independent pension planning, however, 
lack of disposable income makes PPP membership difficult. Advice given about PPP 
membership is geared towards selling, with help geared towards sales rather than the 
well-being of the potential customer, as the following response highlights. 
It's extremely hard getting good advice, because everybody wants you to put 
it with them, don't they but I've always dealt with a particular insurance 
company for everything so when he came and talked me into it, and I thought 
it is a good idea, and that's how it started really. (Petra) 
Women have been disproportionately disadvantaged by commission receiving pension 
'advisers' (Pensions Management 1992: 2), and although Petra may trust the person 
who has sold her her insurance, commissions gained from PPPs may make getting 
good information rather a gamble. Problems associated with PPP selling were also 
highlighted by Sadie. 
The bank phoned me up to ask if I had a pension because recently I had a car 
loan, and the bank manager then rung me up to ask if I had a pension, and did 
I want someone to pop in to talk to me about it. (Sadie) 
Sadie disapproved of this intrusion on her privacy. Although, she felt it was 'good' that 
someone was thinking about her pension, she also knew it was for their financial gain. 
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PPP membership 
The changes in legislation which made PPP membership not only easier, but 
also more publicised in the media, had made a number of women take up PPPs. 
Attitudes to PPPs were also an important consideration in some of the interviewee's 
reasons for not taking up their occupational pension. Table 10.1 showed that four of 
the full-timers who had been offered a scheme by their employer chose not to join 
but took out a PPP. The following response was typical. 
When I first joined [my job] here three years ago, they were still negotiating 
the pension, and it came in about a year after 1 joined. It was offered to 
everybody but 1 thought it was expensive, you had to pay a percentage of your 
salary, and from what 1 was earning that worked out to be quite a bit, and 1 
wanted to regulate my own pension, and pay as much or as little as I wanted 
to and now I'm full-time 1 can take it up. (Peggy) 
Occupational pension schemes were seen as too expensive by a number of the women 
interviewed, but the benefits gained from the cheaper PPPs are likely to be 
substantially inferior to those accrued in an occupational pension. The main advantage 
in PPP contributions was seen as the flexibility of the levels of contributions, in 
contrast with the fixed contributions associated with occupational schemes. Flexibility 
in terms of transferability was also given as a reason for opting for the PPP. A PPP 
was seen as safer than an occupational pension by one of the interviewees because of 
perceived lack of job security. 
I was a little bit fidgety about redundancies and lay offs and I thought what's 
the point of joining a scheme if I lost my job in a couple of years and I'd paid 
this money in. They were advertising in the press that people ought to have a 
pensIon so I asked my insurance man and I took out a private pension. 
(Wanda) 
Occupational schemes are generally poor in terms of portability, and the threat of 
imposed job changes due to enforced redundancies and unemployment may deter 
women from making financial commitments to occupational schemes. 
For the part-timers the only option for non-state pension membership was a 
PPP, showing that pension provision was an issue to the part-timers interviewed. 
Well I don't get offered a pension here because I work part-time, [I work 
part-time] somewhere else as well. Yes I think they're quite important 
because I actually took a pension out myself, a personal pension, because I 
wasn't working enough hours where 1 worked before, and then when 1 worked 
in my other job they offered me a pension, I'd have taken it, because I think 
its quite important. 1 think it would be quite good if I was offered one here, 
and it would all add up and obviously it would be a small amount but it would 
all add up at the end. (Kit) 
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Kit does full-time hours in two part-time jobs, but this does not afford the rights that 
full-timers have to occupational pension membership. However, it may give a more 
substantial income making PPP affordable. Nevertheless, PPPs usually pay inferior 
benefits to occupational pensions, and therefore a vast number of women doing 
multiple part-time jobs are denied membership of the more financially advantageous 
type of scheme. Many mid-life women part-timers are concerned about pensions 
and, in the absence of occupational pensions, take out PPPs. 
Flexibility and Future job Changes 
Eight of the women who had occupational pension scheme membership 
commented about the prospect of getting a future job which did not offer a pension 
scheme. Five stated that in this event they would take out a PPP, but the other three 
declared that they would not take on a job that did not offer an occupational scheme. 
PPP provision 
The possibility of taking out a PPP means that women can make career moves 
and take their pension with them. 
I could always transfer it to a private pension scheme, because they can buy 
them out anyway, can't they? Oh no, it wouldn't keep me here. You shouldn't 
be restricted by something like that, and there's always ways around it anyway. 
A lot of firms don't do pensions, they don't contribute, and if they don't they 
don't. (Leigh) 
Women are less likely than men to work for an employer that runs an occupational 
scheme, and if they do they may be ineligible due employer's restrictions. Even 
though part-timer ineligibility has now been outlawed, women part-timers are less 
likely to work for an employer that runs a scheme. Women, therefore, are less likely 
to go into future jobs with schemes. However, some assumed wrongly that transfers 
are easy. Research has shown they are not (eg Davies and Ward 1992). 
Consequently, more attention needs to be given to providing information about 
transfers, and about possible benefits and losses. As we saw in the previous section, 
the information women received was largely inadequate. The lack of equivalent 
financial benefits was seen as a problem in the following response. 
Oh yes because I'd have my own private pension, that's what I'm saying. If 
I left this occupational now, I'd apply to a private pension plan, but the 
occupational scheme is so brilliant that I couldn't afford to not be a member 
of it. (Tessa) 
Although the possibility of taking out a PPP gives greater future options, such a 
decision involves a drop in financial rewards at the end and this, for many, may be 
a disincentive to move jobs. 
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Women who had embarked on careers which always offer a scheme, especially 
those in the public sector where transfers may be easier, felt they would always work 
in an environment which offers a scheme. 
I'd only ever see myself in a library environment with a pension attached to 
be perfectly honest. I wouldn't look at a shop job or anything just to kill a few 
hours. Having come this far and being a professional, it's hard to retrace your 
steps and take a more lowly job. I don't really see at the minute much escape 
for me, unless I saw something in the librarian journals. (Sally) 
Therefore the initial career choice can impact greatly on whether or not women can 
expect to be in a pension scheme for their whole employable lives. Jobs offering 
better pension coverage are largely professional and semi-professional jobs 
particularly in the public sector. The gendered nature of career opportunities, coupled 
with career breaks and the often consequential career depression into part-time and 
poorly paid employment, means that women are less likely than men to be able to 
follow a career course with occupational pension provision. 
Occupational pensions: the 'golden chains' 
Very few of the women interviewed had any conception of their occupational 
pensions acting as 'golden chains'. Only three of the interviewees said they would stay 
in the jobs they had rather than go into a job without a pension. As Ava stated, 
I wouldn't ever go into jobs that didn't have unions, didn't have pension 
schemes and didn't have health and safety. It had to be total, not just the 
money. The money was important but everything else had to be right...if 
they're offering you rubbish money then their attitude to women in general is 
bad. (Ava) 
Fringe benefits, including pensions, were seen to be part of whole job package, and 
pension scheme provision may be an indicator of this for women. In Ava's case, 
without a 'career', it may be that job movement is hard, especially at an older age 
where age restrictions may make getting another scheme impossible. Awareness of 
future prospects without a pension may result in feeling cornered into staying in a 
current job. 
Well this is it. I have a friend who's setting up doing market research agency 
and I thought to myself if I was 30 I might go into it, but I'm 40 and I started 
to think of my pension, and in some ways that disgusts me, because I've got 
another 20 or maybe 25 years if they let me ... and here am I considering 
security to such an extent that I might miss out on what could be very 
exciting. I could get a personal pension, I suppose, but then it's a very risky 
business .. .I was only talking to someone today about the desire to do 
something disreputable with one's life. (June) 
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Thwarted opportunities may accompany knowledge about pension options. This can 
be a particular worry for women who have taken out a pension later in life as benefits 
will already be reduced because of reduced contributions. 
The concern about pension age is also interesting. Although the pension age 
is at present 60, many of the women interviewed felt that they would prefer the state 
pension age to be 65 (the same age as men) as this would give them more years 
during which to accumulate a suitable pension, and provide more choice about when 
to leave their jobs (on the assumption that there is not gendered ageism practised by 
employers). These interviews took place before the announcement of the changes to 
state pension age of 65 for women. 
Cashing-in of Previous Pensions 
Women who had left a previously pensioned job had to make a decision about what 
to do with their then current occupational pension contributions. Table 10.12 shows 
the previous occupational pension membership of the women interviewed. The 
majority of those who had previously had membership of an occupational pension 
scheme with a former employer had cashed -in their contributions because most had 
left their jobs to have children. They were, therefore, taking time out of the labour 
force and so did not have the option of transferring their contributions to a subsequent 
job. 
Of the 21 women who had previously had an occupational pension, only two 
had been able to transfer their contributions into their current employment, five had 
frozen pension that they would be able to collect upon retirement, three had no idea 
what had happened to their past pension contributions and the rest (12) had cashed 
their contributions in. Five of these had spent the money on things for the home 
... what I did was I bought a washing machine with it and a fridge freezer. 
(Dora) 
We ~pent it on things for the house, furniture and so on, because we were 
really quite skint in those days. (Sally) 
Home commitments meant that these women would rather spend the money on the 
home than on themselves. The perception of the cashed-in benefits as 'ours' rather 
than 'mine' accentuates this. The following part-timer also spent her cashed-in 
pension on the home. Although the money 'came in handy' she would have preferred 
to have transferred it and now regrets it. 
When you left you couldn't move your pension you had the option to freeze 
it, or you could cash it and having a baby is an expensive experience, so what 
I did was I cashed it, and used it to buy baby equipment and to pay our debts. 
At the time I thought what would be the point of having this pension frozen, 
but if they had said I could transfer it, I would have hung on to it. I wasn't 
going to work again that was the problem so I couldn't transfer it really, I 
think a lot of women use their money to pay for both of them (Simone) 
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Table 10.12 Current pension membership by what happened to previous 
occupational pension 
Current Pension Status 
Outcome of Previous With With PPP None Total N 
Occupational Pension occupational 
scheme 
Transferred Myra Judy 2 
Frozen Shirley Nadine Bev 5 
Clare 
Marian 
Cashed Dora Simone April 12 
Ava Kit Faith 
Carla Prue 
June Sarah 
Sally 
Sheena 
Don't Know What Kirsty Fiona 3 
Happened To It Petra 
No Previous Pension Jess Dawn Cherry 23 
Jill Peggy Gail 
Joan Wanda Jan 
Leigh Sam Joy 
Mabel Kate 
Meg Liz 
Tessa May 
Paula 
Polly 
Sadie 
Stella 
Yvonne 
Total N 15 10 20 45 
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Unable to transfer because of a break in employment due to child-care responsibilities 
means the only option is to cash-in or freeze and get devalued future benefits. 
Cashing-in is financially disadvantageous as all employer's contributions are lost. 
This represents an enormous loss, which most people are unaware of. It is typical that 
many of the women spent the money on the home rather than on themselves or for 
their future as this corresponds to the feminine ideal of selflessness. Unmarried 
interviewees spent their cashed-in money on themselves, the married interviewees 
either spent their money on the home or said it 'just went', which probably means it 
was spent on the home. Clare was unmarried without children when she cashed in her 
first pension, and she spent it on herself. She stated, 
I went to the Co-op to work as a laboratory assistant, and he asked me if I 
wanted to be superannuated, and I was coming up to my 20's, and thought, yes 
I will. But after three years I left there and I got it back, the money I'd paid 
in, and I bought myself a car with the money. When I went back to work I 
started as a part-time person for 20 hours and after 6 months the pension 
scheme person came up and asked did I want to join it, and I did, but I wish 
I hadn't now, because about 18 months after that we all got made redundant, 
and when I'm 65, I've got to claim that and it's going to be something like 
£1.20 a week.(Clare) 
Women's intermittent labour force partIcIpation, as well as their lack of general 
pension membership, will mean that women are more likely than men to have little 
bits of pension here and there. These may be worth very little at the time of 
retirement, and may just tip the balance away from eligibility for means-tested 
benefits. 
Conclusion 
This society holds and perpetuates gendered taboos about the subject of ageing. It is 
therefore understandable that many women do not want to think about pensions. 
Although mid-life women may be more likely to think about pensions than younger 
women, disadvantages associated with sex-discrimination and age-discrimination in 
the labour market (Bernard et al Forthcoming) affects the pension options available 
to them. State policies have emphasised individual pension provision and choice, 
however, women are less likely than men to have the full range of pension options. 
Though media coverage of PPPs had brought the pensions issue onto the agenda of 
a number of the women interviewed, depleted earnings had meant that part-timers and 
full-timers alike were unable to afford contributions. 
Securing a pension can be more of a gamble than a safe investment. Few of 
the women interviewed felt they had adequate knowledge about all second-tier 
pension options. The part-timers received no information about pension options from 
their employers and therefore often relied on ad hoc information from the media, or 
friends and relatives. In order to make adequate provision for retirement women will 
need to be well informed about their pension options. The general lack of adequate 
information means that many women may be making choices that are wholly against 
their best interests. Media coverage of the government's desire to privatise pension 
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welfare and its running-down of state pension benefits means that people are often 
scared into taking out non-state pensions. Those without access to occupational 
pension schemes, the majority of whom are women, have only the option of less 
financially advantageous PPPs. In addition, making occupational schemes optional 
means that many WOmen may refuse membership on the grounds that their money is 
needed elsewhere and that their jobs are temporary. Therefore, they will be opting out 
of financially beneficial schemes. Those who make the wrong choice and accrue only 
small pension benefits may simply end up as victims of the pensions trap, being 
financially worse off through being ineligible for means-tested benefits. 
Part-time employment and shorter lengths of service are associated with 
women's caring responsibilities, therefore women with children are penalised in their 
pension provision. Moreover, the altruistic characteristics associated with women's 
feminine identity and their caring role mitigates against women purchasing pensions. 
As Joshi notes, 'British women are still taking better care of their families than their 
pension rights' (1989: 174). Women often contemplate taking career breaks, or taking 
part-time employment at some time in their lives, due to anticipated child-care 
responsibilities. This, coupled with the worries about job insecurity, means that many 
women may see little point in taking up occupational pension membership, as they 
view their jobs as temporary. In addition, the family often has the first call on 
women's earnings. In this situation, more pension options might simply mean opting 
for cheaper, and consequently less beneficial pensions. Women with occupational 
pensions may simply cash-in their contributions at the onset of family responsibilities 
to pay for items for the home. Their cashed-in contributions may do little more than 
buy a washing machine, and employer contributions are lost along with years of 
pensionable service. 
Financial planning for retirement is crucial, particularly with the government's 
increasing emphasis on private pensions. Mid-life women are clearly concerned about 
pension provision but unless measures are taken to ease women's disadvantaged 
pension membership it is likely that a high proportion of women will continue to 
receive inadequate retirement incomes. 
In the next chapter I examine the attitudes of married and cohabiting women 
to future financial dependence on their partners. 
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Chapter Eleven 
Economic Dependence and Retirement Income 
Introduction 
Chapter Eight showed that women cannot rely on their husbands for a non-state 
pension provision, as there is a polarisation of couples between couples where both 
partners have non-state pension provision and couples where neither partner has a 
non-state pension. In this chapter I present the attitudes of the women interviewed 
to the prospect of being financially dependent upon their husband during future 
pensionable years. Table 11.1 shows the pension membership and marital status of 
the 45 women in the sample. The majority of the women were married (25) or 
cohabiting (1) at the time of the interview. A fifth had never been married (nine of 
the women) and 10 had been married at some time. Among the different marital 
statuses there were roughly equal numbers of those with and without a non-state 
pension. Although most of this discussion will focus on the women who were in 
heterosexual co-resident relationships (26 women)l, the attitudes of women not 
involved in such relationships will be referred to where appropriate. 
Economic Dependence 
Women's attitudes to financial dependence during future retirement years has been 
scarcely addressed in sociological literature. Studies of women's attitudes to financial 
dependence during pre-pensionable years have found that women demonstrate 
commitment to paid employment and financial independence (Thomas 1948, Hunt 
1968, Laws 1976, Agassi 1979, 1982, Martin and Roberts 1984, Dex 1988). If women 
are committed to financial independence during pre-pensionable years, the loss of this 
during pensionable years will come as a serious blow. An adequate independent 
retirement pension is a major avenue by which women can secure some financial 
independence in later life. However, both state and non-state pension provision has 
been largely built upon the assumption that women are able to share a husband's 
pension (Arber and Ginn 1991). 
In the household, transfers of income between partners have been assumed to 
take place upon an equal basis when one partner (usually the women, due to domestic 
commitments) withdraws from the labour force. Feminist theorists have highlighted 
that the economic dependence of married women upon their husbands has been crucial 
in maintaining their subordinate position, not only within the marriage relationship, 
but also within society in general (eg Barrett 1980, Delphy 1984). For this reason, 
discussion of women's economic dependence has centred largely around the issue of 
economic dependence upon husbands and the management of money within 
households (Vogler and Pahl 1993, Burgoyne 1990, Pahl 1983, 1989). Pahl (1983) 
found that those responsible for allocation and management usually possessed greater 
power. However, Burgoyne (1990) demonstrates that psychological beliefs about 
1 Throughout the chapter married and cohabiting couples are treated as married. 
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individual ownership are not easily given up, and therefore although couples may 
adhere to certain financial arrangements the source of the income often remains a 
powerful influence. 
Table 11.1 Non-state pension membership by marital status 
Marital status 
Non- Married Cohabiting Once Married Single 
state 
Pension Separated Divorced Widowed 
Yes Ava Joan June Jess Petra Dawn 
Carla Kirsty Myra 
Dora Leigh Shir1e 
Jill Nadine y 
Judy Tessa 
Mabel 
Meg 
Peggy 
Sally 
Sam 
Sheena 
Simone 
Wanda 
No April Faith Clare 
Bev Joy Kate 
Cherry Liz Maria 
Fiona Sadie n 
Gail Polly 
Jan Yvon 
Kit nc 
May 
Paula 
Prue 
Sarah 
Stella 
Tot N 25 1 1 8 1 9 
Analyses concentrated upon financial arrangements of those during employment 
years offer little analysis of financial arrangements of couples who have retired from 
the labour market. Mason (1987) has shown that we should challenge the assumption 
that women will lequaUy sharel their husband1s pension. The lack of independent 
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Total 
N 
24 
21 
45 
income for older widowed, divorced or never married women who are living alone has 
contributed greatly to their over representation in poverty statistics (Townsend 1979, 
O'Rand and Henretta 1982, Ward 1985/6, Walker 1987, Phillipson 1990, Arber and 
Ginn 1991). It is therefore crucial to address this issue. 
Table 11.2 Whether experienced economic dependence in the past by non-state 
pension membership 
Economic Dependence in the past 
Non-state Pension Yes No Tot N 
Yes Carla Ava 24 
Dora Dawn 
Jess Joan 
Jill Myra 
Judy Nadine 
Kirsty Sam 
Kit Shirley 
Leigh Simone 
Mabel Tessa 
Meg 
Peggy 
Petra 
Sally 
Sheena 
Wanda 
No April Clare 21 
Bev Kate 
Cherry Marian 
Faith Polly 
Fiona Yvonne 
Gail 
Jan 
Joy 
Liz 
May 
Pam 
Paula 
Prue 
Sadie 
Sarah 
Stella 
Total N 31 14 45 
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Attitudes to Economic Dependence 
Women's attitudes to future economic dependence on partners will be informed not 
only by past experiences of economic dependence, but also by their experience of the 
management and control of money in the household. Most of the women interviewed 
said they managed the money that was brought into the household, that is they were 
responsible for the allocation of money to food and living expenses. Table 11.2 shows 
that most of the women had experienced a period of financial dependence upon their 
husband (ie when they had not been in paid employment), and this experience had 
shaped their views about economic independence. 
All the women provided data on the general question of economic 
independence. In essence, the women identified a number of dimensions relating to 
economic independence, including purchasing power and freedom of choice. 
He's got our account and I've got my account, so I've got my own bit, which 
I spend on the house and on things for the house, but I also spend it willy nilly 
when I want to, and it means I don't have to ask, which I did for years, 
because I mean, I didn't work for years. My children were 12 and 13 when I 
went back to work, so for all those years [my husband] gave me so much per 
week, and if I couldn't get through on that, then I had to ask him for more -
and it used to get on my nerves. You know, I didn't like it. (Mabel) 
So an independent income provides purchasing power, the freedom to purchase desired 
items without having to ask for consent and the liberty to buy things over and above 
what is needed for fulfilling the domestic role. Mabel had past experience of 
depending on her husband for money, and although she managed the money, extra 
needs necessitated requests for further funds, which emphasized that it was her 
husband who really held the 'purse strings'. Thus the control of money is 
conceptualised in two ways. Firstly, money management involves the practical 
administration of the money, and secondly, control is conceptualised in terms of 
ownership of the money. This second form is particularly evident when the money 
runs out, or when atypical decisions have to be made. Therefore, managing a 
dependent income is not the same as having control over one's own money. 
I think it depends very much on how things are organised. If a couple have 
got a joint bank account and it's not a big issue about sharing the money, then 
perhaps it doesn't matter if you're dependent, but if a man wants to control the 
money and you have to continually ask, or if he questions how you spend the 
money, it's different. (Liz) 
Where two people are dependent upon one income the control of that money can take 
a number of forms. Sharing depends largely on equal access to the purse, maybe in 
the form of a joint bank account. But even a joint account may be controlled by one 
partner. A non-earner may manage parts of the money earned by their partner, 
however, the psychological ownership of that money lies with the earner (Burgoyne 
1990). The ways in which the money was managed by the women interviewed is 
shown in table 11.3. 
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Table 11.3 System of money management for married and cohabiting couples by 
non-state pension membership 
Women's Pension Status 
Financial Management With Pension No Pension Total 
arrangements 
Both Manage Money Ava April 8 
Carla Cherry 
Jill Fiona 
Joan 
Wanda 
Women Manages Money Dora Bev 16 
Judy Gail 
Kit Jan 
Mabel Paula 
Meg Prue 
Peggy Sarah 
Sally Stella 
Sheena 
Simone 
Man Manages Money Sam May 2 
Total 15 11 26 
Contribution to the household budget was usually seen as a crucial aspect of 
financial independence. As Stella said, 
I'd rather have some of my own [money]. It gives you that little bit of 
independence, and if you're contributing to what goes into the house, you feel 
you've got that much more right to it, and if you see something in the shops 
instead of going home and asking your husband, instead you can buy it. I 
would hate now to be in a situation of not earning any money of my own. It 
was okay when I was younger, when I first gave up work to have my son, but 
now I'm older and I've been earning, although it isn't very much, I've been 
earning and that's what I'm used to now, and it's the way I like it now.(Stella) 
Making a financial contribution to the everyday running of the home may generate a 
feeling of entitlement to its materiality and to the decisions made within it. Past 
experience shapes feelings about the need for this, and the passage of time increases 
women's perceptions of their need for an independent income. Stella has come 
accustomed to her own income and therefore would miss it in its absence. 
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I think it's really hard for women to feel they have equality in a relationship 
if they don't have their own money. I suppose taking responsibility for yourself 
and not expecting somebody else to take responsibility for you.(Simone) 
It's not only the need to contribute, but the feeling of self-reliance which is important. 
The need for equality (rather than the pressure of needing the money), provides self 
respect, and this respect is accentuated by the independence it brings. Thus self 
respect is essential. An independent income is gained from another freedom, the 
freedom to go out to work, which is distinguished from the economic necessity to 
work. The money earned in this way brings Simone a form of equality which is 
emphasised through her self reliance. 
Economic dependence exists along a continuum which ranges from total 
dependence to total independence. A little bit of money may supply some 
independence, but more money provides more freedom. Independent income provides 
purchasing power, freedom of choice, control in terms of management, feeling of 
entitlement to money, and other rights. Earnings during employment fulfil these 
obviously vital needs. Although most of the women had thought about these issues 
in relation to their current position, only a minority had considered these issues in 
relation to retirement. 
Consideration of Future Economic Dependence 
Table 11.4 Whether married and cohabiting women had considered future 
economic independence during retirement by non-state pension membership 
Non-state pension status 
With Pension No Pension Total 
Yes Ava April 9 
Carla Bev 
Dora Sarah 
Judy 
Kit 
Meg 
Simone 
No Jill Cherry 17 
Joan Fiona 
Mabel Gail 
Peggy Jan 
Sally May 
Sam Paula 
Sheena Prue 
Wanda Stella 
15 11 26 
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Most of the married women (17) had not thought about the prospect of future 
economic dependence during retirement (table 11.4). Only one woman who was 
single said she had ever though about it. She stated, 
One of the reasons I do think about pensions periodically is because I'm on my 
own, I haven't got the security of a man being around. It's silly, isn't it, I 
mean I think fairy stories have got a lot to answer for, this man and a great 
love affair. (Polly) 
This illustrates that even single women may have the assumption that married women 
have got a person to rely on, but hardly any of the married women interviewed felt 
this would be desirable or practical. 
Although the majority of the women had not thought about future economic 
dependence, once it was referred to in the interview most women with a non-state 
pension did not relish the thought of being economically dependent upon their 
husbands in the future. The following response was typical. 
I didn't really think about it, but now you say it, I would prefer to have my 
own, obviously, my own money. I've never really thought about that before 
but I suppose no-one has actually sat me down and discussed it. I think, it's 
just something you tend to ignore and you think that's ages yet. (Sheena) 
Like many of the women interviewed, Sheena wanted to avoid contemplating future 
pensionable years. Her avoidance of the issue had been assisted by her confidence in 
the purchasing power that her husband's pension would provide in the future. 
However, she had overlooked a crucial aspect of independence, having her own 
independent income. At 44, Sheena is right in one sense, that pensionable years are 
a long way off for her, but pension provision requires forward planning, and sixteen 
years is very little time in which to build up a financially adequate pension. 
Fortunately Sheena has an independent occupational pension, but many of the women 
interviewed were not in this position. 
You need something more than [the basic pension]. I believe you can claim 
on your husband's income if you're married ... But I suppose it would worry me, 
- yes, I suppose it would. I've never thought about it before. Yes I like to have 
my own money. (Cherry) 
Cherry had no non-state pension membership and for many years she had paid 
reduced NI and therefore would have very little independent basic state pension in the 
future. She will have to rely on the married women's allowance, worth 60% of her 
husband's pension. 
Although many of the women had not considered the prospect of dependence 
upon their husband during future pensionable years, those with a non-state pension 
were more likely to have considered it before the interview than those without. The 
lack of information received about pensions generally, as discussed in the previous 
chapter, and lack of discussion about secunng an independent pension, may not 
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encourage women to consider the consequences of non-membership. However, when 
they retire, the reality is upon them. In the past, those who were forced to join their 
company's pension as part of their job (see previous chapter), may not have had to 
consider the implications of not joining. The interview raised Sheena's awareness, and 
this was an important aspect of the interviewing process, as pension provision was 
rarely discussed by the women either in their places of employment or in their homes. 
Attitudes to Future Economic Dependence 
Although most of the married women had given the issue very little thought, 
the majority did not want to be dependent upon their husbands in the future (see table 
11.5), and they were often adamant about the prospect of it. Only a minority said 
they would be content to share their husband's pension. 
Table 11.5 Attitudes to future economic dependence on partner of married and 
cohabiting women 
Non-State Pension Status 
Attitudes to With Pension No Pension Tot N 
Economic Dependence 
Does Not Want to be Ava April 18 
Dependent on Partner Dora Bev 
Judy Cherry 
Meg Prue 
Peggy Sarah 
Sally Stella 
Sam 
Sheena 
Simone 
Wanda 
Carla 
Jill 
Thinks Won't Mind Joan Fiona 8 
being Dependent on Mabel Gail 
Partner l(jt Jan 
Paula 
May 
Total 15 11 26 
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Contentment with husband's pension 
Five out of the twelve women without a non-state pension were content to 
share their husband's income in retirement. The following response is typical of this 
group. 
My husband's working so you know, he'll keep me. You know, you expect 
your husband to keep you really don't you, so there's no point, is there, you 
know, so why payout that extra bit a week. (May) 
For some women the expectation is that they will share their husband's pensions, 
however, there may be no other viable option. Many women are in low paid jobs 
(May is a part-time cleaner) where an occupational pension is not offered, and the 
prospect of paying into a PPP out of such low earnings is not viable. Therefore, for 
them it is 'not worth' losing out on present earnings when husbands can provide a 
comfortable future standard of living. Consequently, future economic independence 
is a luxury they cannot afford. 
If he dies I will get a pension from [his employer] and everybody's worry is 
having a roof over their head, and that would be paid up, if he died, and I 
would have his pension, so I can't see any point. Then I think should I get one 
in my own right. They say here the later you join, and I'm 48 this year, the 
more you've got to payout and it's alright now you're on full wages, and I'm 
lucky, because I still get my retainer, but it still makes your money go to half. 
(Gail) 
Gail assumes she will only need a pension in her own right if her husband dies. This 
may, of course, not be the case; other interviewees talked about the instability of 
relationships and the impossibility of planning as a couple (see below). The need for 
future economic independence is not raised, even though Gail currently has economic 
independence due to employment. Gail turned down membership of her company's 
pension scheme because her husband has a pension. 
Sharing husband's income, whether from his earnings or his pension, was seen 
by one interviewee as her 'payment' for the years she had spent in the reproductive 
role. She said, 
I suppose I don't think it is necessary, I've got the basic pension, and I think 
that will do and I've got my husband and I think he will have to provide, so 
no .. .I don't mind, why should I? I keep the house, don't I, and he doesn't have 
to worry about that.(Jan) 
Rather than the sharing of her husband's future retirement income being seen as 
economic dependence, some women see it as payment for household duties over the 
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years. However, if they divorce Jan will not be entitled to these benefits2, and will, 
therefore, lose the payments which she feels she is properly entitled to. Proposed 
legislative changes may alleviate some of pension disadvantages faced by divorced 
women (discussed below). 
His pension as 'our pension I 
Only two of the women who had a non-state pension stated that they would be happy 
to share their husbands pension in the future. However, both women expressed some 
ambivalence. As Peggy stated, 
I suppose, really thinking about it, I probably looked on his pension as our 
pension, so I didn't really bother about it, but the insurance people keep on 
about how you should have a pension of your own, and when you're working, 
I suppose you should do. I suppose, that at the end of the day, I think when 
I retire, it will be we who retire and we'll do things together, so it will be like 
a joint thing. But I suppose at the back of my mind, there was some thought 
that I would need some money of my own, but I haven't really consciously 
thought along those lines. I don't think I'd like not having money of my own 
very much, it frightens the life out of me now, and I think if I retire and I get 
to the stage when bills are coming in, and I haven't got any money to pay for 
it, that frightens the life out of me, and I think, well, it's worth keeping my 
husband going as his navy pension is quite good, so I've got to look after him, 
because there's my security. (Peggy) 
Earlier in life, when things are rosy, it may be that women consider their husband's 
pension to be a shared investment. This may change after time. The media campaign 
about PPP membership may have increased women's awareness of the need for an 
independent pension, however, due to financial problems associated with PPPs, it is 
often those who buy into PPPs who lose out. Although a woman may have an 
independent pension, this may be very small and therefore her husband may still be 
her security. 
Husband's attitudes 
Pressure to share their husband's pension may follow beliefs about the 'family 
wage'. 'Pensions for two' and the sharing of family incomes have led some men to 
believe that women should be financially dependent upon them, and through such 
notions a great deal of power is achieved. As Wanda stated, 
I think he's the sort of man who feels he can take care of things, but I did 
want that degree of independence and if I just had half of his pension, well, 
it's not that brilliant is it really. But it wouldn't have bothered me to live on 
my husband's pension but I would have preferred to have my own (Wanda) 
2 Divorced women may be able to incorporate sharing ex-husband's pension into 
the divorce settlement (Prosser 1994). 
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Marital partners may have differing notions about who should be responsible for 
financial affairs and the earning of money. The experience of sharing money in the 
past is very important in assessing the implications of future economic dependence. 
A woman's wage is usually very necessary, for her own sense of financial well-being 
and to the household budget, and therefore an independent pension could fulfil a 
similar double role. One woman stated that it was her husband who had raised her 
consciousness about having her own pension. 
He was always pushing me into getting a pension, because whenever he gets 
his yearly pay rise, he says "I think I'm going to put my pay rise into my 
pension". (Meg) 
So Meg's husband encouraged her to pay into her company scheme. According to her 
interpretation of the situation it was not for her independent pension, but rather in 
terms of guilt for having his own. 
Pension as a 'little bit extra I 
One of the women who had a non-state pension saw her pension as merely 
topping-up her husband's pension, and therefore did not see it as an independent 
income, but rather as a top up to the family finances. As Mabel stated, 
Well it doesn't bother me one way or the other, and if I didn't have one, it 
wouldn't bother me and if I did, well to me it's just a few extra bob when we 
retire, because it wont be his and hers then. I mean, it's not his and hers now 
don't get me wrong, but I have got that little bit of independence. My money 
is paid into my account, but I suppose when we retire we will just have the 
one, you know. (Mabel) 
Although a woman's pension, due to its size, may be seen only as 'a bit extra', it still 
contributes to some feeling of independence along the continuum of dependence. 
Though the experience of 'asking' for money was not satisfying to Mabel, the prospect 
of sharing in later life seems to be. This may appear to be inconsistent. The prospect 
of a joint bank account gives some reason why it would appear to be satisfactory. 
There is also the idea that things will be different during retirement. A number of the 
women seemed to perceive themselves as having different needs and wants during 
future pensionable years, as if they somehow transmuted into a different person. Such 
attitudes are a product of an ageist society which stereotypes older people as 
'different'. 
A small pension provides only partial independence 
Although a non-state pension might provide some economic independence, the 
pension received may be so meagre that it provides little actual practical purchasing 
power. 
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I know too many WOmen who have got caught on that one, and what's 
happened is that their husband's pension has died with them, and they've ended 
up with a lump Sum and on state benefit, or their husband goes off with his 
pension when they retire. I felt I had to make a provision for myself, simply 
because of coming across women who have no provision for themselves. Like 
my mother, she'll get a small pension from the Co-op, but it won't be 
anywhere near enough to live on, and she's not going to be able to do any of 
those things when she retires this year, and she's suddenly realised ... She doesn't 
want to actually use my father's money to do things she wants to do. I think 
she always felt she needed to be economically independent, I think she 
probably put that idea of independence into me. She's a great one for money 
for the future and she's been saving for her retirement for years and years. 
(Simone) 
So although consciousness may be raised about the need for an independent pension, 
the reality of the size of that pension is often insufficient to achieve that desired 
independence. As shown in previous chapters, women are much more likely than men 
to end up with small non-state pension benefits as their lower earnings, generally less 
job hours and fewer years of contributions deflates the eventual pensions they will 
receIVe. 
Husband's pension is insufficient 
A husband's pension, especially if he is in 
enough for a couple to live on in the future. 
occupational pension were concerned about this. 
a manual job, is unlikely to be 
Three of the women with an 
Not very easy [about sharing her husband's pensions]. I'm glad mine is there 
because, really, he's not got much of a pension. He's always worked for 
independent companies, and he'd realised that he'd got to his mid 40's, and 
there was nothing clocking up for him as far as pension went, and he put in 
quite a lot of his own wages in the two years he was with them to build up 
something of a private pension, but two years is nothing in the life span, so 
he's got very very little, and I don't think it will be comparable with mine. 
(Sally) 
Although the emphasis may be on sharing rather than dependence, the economic 
viability of sharing one pension is challenged by Sally. Unless a job is particulary 
well paid in the final years of employment it is unlikely that the subsequent pension 
will be of a financial standard previously accustomed to. Sally'S pension will be 
financially more substantial than her husband's, and women who are in this position 
may end up as financially responsible rather than financially dependent. Ava felt that 
not enough women consider the feasibility of one occupational pension supporting two 
people. She stated, 
They [some women] don't even want to think about a pension scheme, but now 
they have to because a man's pension isn't going to support them, not by the 
time I retire, and especially when you retire. (Ava) 
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It is unlikely that one pension will be enough to support two people in the future, 
therefore even if women want to be supported in the future by their husband's pension, 
it may not be a practical option. Consequently, it is crucial that women are offered, 
and secure, occupational pension rights if they are to protect their financial future. 
However, it is often very difficult for women to achieve this, as many are constrained 
by family responsibilities (and therefore often in low paid and part-time jobs) where 
occupational pension schemes are not offered. PPPs are an option for women, though 
the financial returns received from such plans are generally far inferior to those 
accrued from company pension schemes. 
Husband has no non -state pension 
Table 11.6 Partner's non-state pension membership for married and cohabiting 
women 
Wife's Non-State Pension Status 
Husband's Non-State With Non-State No Non- Total N 
Pension Pension State 
Status Pension 
With Ava Bev 19 
Carla Fiona 
Dora Gail 
Jill Jan 
Joan May 
Judy Prue 
Mabel Stella 
Meg 
Peggy 
Sam 
Sheena 
Simone 
No Non-state Kit April 7 
Sally Cherry 
Wanda Paula 
Sarah 
Without 15 11 26 
The assumption that women can share their husband's pension rests on the 
presumption that he will have a pension of his own. Although most of the men would 
have a state pension, seven out of the 26 husbands did not have a non-state pension 
(see table 11.6). As Kit stated, 
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I would share his pension if he had one, but because he's always done contract 
work it would have meant forming his own pension, and he's never actually 
done that (Kit) 
Kit has a non-state pension of her own so will be able to support herself and may 
need to support her husband. The prospects for four couples where neither partner has 
a non-state pension may be very gloomy. As Sarah stated, 
My husband feels he can't cope with those responsibilities and I have to admit 
I feel the same .. .! think its going to be awful, we'll have no money so we'll 
have to do something. (Sarah) 
Chapter Eight showed that 11 % of dual-employee couples have neither partner with 
a non-state pension, and 20% have neither partner an occupational pension, therefore 
a high proportion of couples are in this position. Sarah's husband has been 
unemployed on a long-term basis and for this reason Sarah has worked in the 
infonnal economy for many years. Neither of them is likely to get a full-basic 
pension, or anything much from SERPS, therefore they are likely to be living on 
means-tested benefits, which are subject to government reforms. 
Economic dependence of husband 
This analysis of women's attitudes to future economic dependence, on and 
independence from, their husbands is enhanced by an examination of women's 
attitudes to potential responsibility for husband's financial security. Three of the 
women with a non-state pension had husband's without a pension (table 11.6), and 
two of these did not want to share their pension with him. A further two women had 
non-state pension entitlement of greater value than that of their husband. Some 
women were unhappy about the prospect of future economic dependence of their 
husband upon them. As Kit stated, 
I shall feel awful if he wants to share mine. I would feel resentful if I'd been 
working quite hard, and it's quite a sum out of your money isn't it. I don't 
mind having what I've worked for but I don't want anybody else sharing it, 
which sounds dreadful doesn't it. (Kit) 
Pension contributions are costly, and are a type of personal saving. For women who 
are responsible for the home while their husband is in the labour market, sharing the 
husband's pension seems acceptable. However, Kit's husband has a job but does not 
save, so for him to share her pension feels like an inj ustice. The following 
interviewee went to great lengths to ensure that her husband would not be dependent 
upon her retirement income. 
He's 7 years older than me, and we had this difficulty that his pension costs 
more than mine because he lost points for his past existence [he spent time in 
prison]. I suppose that's why I pay for his pension, because its like investing 
in his future, because it was what tipped the balance. I don't think he really 
thinks who pays for it, it just goes out of my bank account. (Simone) 
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In contributing to two PPPs (one for her husband and one for herself) out of her part 
time earnings, Simone is ensuring economic independence for her husband as well as 
herself. She is doing this rather than paying double the amount into her own PPP, 
which would secure higher pension benefits for herself. She is, however, taking 
responsibility for her husband's past. There were no cases of husbands investing in 
the future of their wives in this way. 
Sally stated that she would be happy to share her pension with her husband, 
and as her pension is of more value than his she felt she would have to. 
We've always shared everything and up till this past 18 months he's always 
earned, a good third again as much as I've ever earned, so I've been living off 
him if you like. I mean I've always had my own money but there was plenty 
of money available. We just shared it and we put a bit away. (Sally) 
Experience of the past is obviously important in shaping women's attitudes to the 
thought of their partner being financial dependent upon them. In some cases future 
financial responsibility may be seen as payment for past economic dependence upon 
their partner. Whether or not the money is pooled, and the way in which it is 
managed is also important in forming attitudes. 
Changes in marital status 
Financial problems about sharing a pension are compounded by the possibility 
of change in marital status. This was emphasised by a number of the interviewees. 
Well, I was just thinking, you never know what's going to happen, do you? 
I'm not thinking of getting divorced or anything, I'm just thinking of what 
might happen. He has had problems with his health in the past, and he has 
worried that the tablets he took when he wasn't well might cause some 
recurrence when he got into old age. (Carla) 
A high proportion of older women are widowed, and many live in poverty. Although 
Carla will be eligible for a widow's pension the nature of her husband's health 
problems may have seriously reduced his pension. Survivor's benefits are sometimes 
extremely low and, in some cases, benefits to widowers do not exist. Some 
occupational pension schemes pay benefits to widows but not widower's, for example 
the National Health Service Superannuation Scheme, and although the European Court 
has ruled that widowers should receive the same entitlements as widows, the British 
government has so far refused to change the NHS scheme rules on the grounds of 
costs3 (Prosser 1995b). This is not only a serious disadvantage to widowers, but also 
means that wife's pension contributions are absorbed into the pension fund rather than 
going to her surviving husband. 
3 The government actuary's department has estimated that such a move will cost 
£150 million (Prosser 1995b). 
207 
The possibility of divorce was also recognised as a problem by a number of 
the women. The following response was typical. 
It worries me in case me and my husband split up, In case I'm on my own. 
(Judy) 
With the law as it stands, divorced women have no legislative right to a share of their 
ex-husband's pension (Davies and Joshi 1991). Proposed changes will alleviate some 
of the pension disadvantages experienced by divorced women, but the proposal to split 
pension on retirement will continue to leave many of them in poverty in later life 
(Chapter Three). 
Heterosexism 
The assumption that women will share their husband's pension in the future 
takes no account of women who are involved in lesbian relationships. Two of the 
women interviewed were lesbians, and one was in a cohabiting relationship. Her 
reaction to the prospect of future financial dependence upon her partner was as 
follows. 
No, we couldn't afford it. She couldn't live off mine, if she didn't have one, 
there's no way. You see if [a friend of mine] dies, then he gets so much of 
hers, and if the husband dies, the wife gets so much, but if my mate dies it's 
not written down that we're together. She's put me as the beneficiary on the 
thing but I don't know what I'd get out of it. I put her down as beneficiary of 
mine, I don't know how much she'd get. She'd get a payoff but I don't know 
what she'd get. I don't think she'd get that monthly payment like what I would 
get, I think she'd get a lump sum. (Dawn) 
Both Dawn and her partner have PPPs. Their PPPs allow them to cite each other as 
beneficiaries on death of the member (although in what capacity is unclear), but Dawn 
fears that this may lead to reduced benefits. Occupational schemes are less likely than 
PPPs to offer benefits for partners of the same sex. The Stonewall Report, based on 
findings from a survey of over 2,000 lesbian and gay men, highlights the general lack 
of partner's occupational pension benefits for partners of the same sex (Pensions 
Management 1994: 21). This discrimination results in unequal benefits for equal 
contributions. 
Independence by other means 
Women without a non-state pension mentioned a number of possible ways in 
which they could secure independence in later life. As Fiona stated, 
I have got money invested anyway, in my name, that will always be mine, and 
I can always use the income on that for my personal use. (Fiona) 
Investments can provide retirement income, however, they are usually much less 
secure than an occupational pension, and will often not give very good returns. 
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The need for a job after state pensionable age is emphasised in the following 
response. 
I couldn't bear it. I think I'd have to work until I dropped. I couldn't bear to 
live off somebody else's pension, I'd have to work till I dropped. The only 
thing that would stop me at that age is if I couldn't get a job or if I was too 
sick to get a job. (Sarah) 
Many women may need paid work after state pension age due to inadequate 
independent retirement income. For many women, therefore, the notion of 'retirement' 
is a likely to be difficult, except in relation to low paying part-time jobs. But 
'gendered ageism', where age may combine with gender to disadvantage women in 
employment, affects the opportunities for paid work in retirement for older women 
(Bernard et al forthcoming). 
Conclusion 
Although most of the women interviewed had not considered the prospect of economic 
dependence on their husband during retirement, once the issue was raised, the majority 
were concerned. Most said they wanted to be financially independent. Past 
experiences of economic dependence during childbearing and childrearing years had 
highlighted to them the losses associated with no independent earnings; loss of having 
their own income, which provided the ability to spend, freedom of choice and a 
feeling of contributing to the household. Most did not want to relive these losses 
during future retirement. 
A minority of the women felt they would be happy to share their husband's 
pension, either because they thought this was appropriate or because they felt it was 
rightful payment for the years they had spent caring for the household. Others had 
always pooled their money with their husband, so they saw his pension as being a 
shared investment that they would both have equal access to in retirement. However, 
these women often expressed some ambivalence, wondering whether they would 
actually feel like this when the time came. Within couples, even the attitudes of 
husbands to their wives having pensions had had some impact. In the main this had 
been positive, with one women getting her pension because her husband persuaded her 
that she needed independent provision. However, the majority of the women did not 
want to be dependent upon their husband's pension. Many felt that his pension would 
not be enough to live on and, in any case, valued their own financial independence. 
The few women who had sole pension membership were largely unhappy at the 
prospect of their husbands being dependent on their pension. 
Women have become less traditional in their attitudes towards women's gender 
roles (De x 1988). The increasing participation of married women in the labour market 
means that they have become accustomed to having independent earnings, and 
therefore a lack of independent retirement pension may come as a serious blow to 
many women. Lower marriage rates, higher divorce rates and the proportion of same 
sex couples, means that the traditional nuclear family is declining. Therefore, the 
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notion that women can rely on their husbands during retirement no longer fits the lives 
of many women. 
For those who do marry, it cannot be assumed that transfers of income between 
partners in the household take place on an equal basis, whether in employed or 
pensionable households. It is unlikely that one pension will be enough to support two 
people in the future, therefore even if women want to be supported in retirement by 
their husband's pension, it may not be a practical option. In addition, the assumption 
that women can share their husband's pension rests on the presumption that he will 
have a pension of his own. The analysis of couples pensions in Chapter Eight showed 
that a large proportion of couples had neither partner with a non-state pension. 
Consequently, it is crucial that women secure independent pension provision for later 
life, however, as we have seen in previous chapters, women are disadvantaged in their 
non-state pension membership. For most women, therefore, the major avenue though 
which financial independence during retirement can be secured is with state provision. 
In the following chapter I focus on the attitudes of the women interviewed to 
dependence on state provision during retirement, as an improved state pension would 
be most beneficial to the majority of women. 
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Chapter Twelve 
Women's Attitudes Towards Reliance on the State 
Introduction 
In the previous chapters we saw that women are less likely than men to have non-
state pension membership, are less likely to benefit as highly as men if they do, but 
are committed to economic independence in the future. Therefore, the major method 
by which women can achieve financial independence in retirement is through the state 
pension system. In this chapter I focus on the attitudes of the women interviewed to 
state pensions and means-tested benefits in retirement. 
In Chapter One, we saw how ageism categorises all those over a certain age 
as 'too old' and 'dependent' and 'useless'. The shift from compassionate ageism to 
conflictual ageism (Arber and Ginn 1991) has led to a representation of older people 
as an expensive and burdensome financially secure group, who are draining the rest 
of society through their overdependence on health and welfare services (Minkler 1984, 
Binstock 1984). But the basic state pension is inadequate for financial maintenance 
in later life, and indeed it's value is set to decrease further (Evandrou and Falkingham 
1993). The inadequacies in state pensions are compounded by state policies relating 
to pensions and other benefits which are founded on the assumption that married 
women will be financially supported by their husbands (Arber and Ginn 1991, Land 
1989) and that resources within co-resident families are equally shared among 
members (Land 1978). However, studies have shown that this is not the case (Mason 
1987). 
In this chapter I present the attitudes of the women interviewed to the prospect 
of relying on state pensions and means-tested benefits during future pensionable years. 
The chapter considers this issue in relation to their own non-state pension 
membership. 
Dependence on the State 
For many women, the state will be the major source of income during retirement 
(Arber and Ginn 1991). However, the basic pension will be inadequate to sustain a 
financially secure future, and government cut backs mean that even this paltry 
provision is likely to be reduced (Evandrou and Falkingham 1993). The inadequate 
purchasing power associated with state pensions and means-tested benefits is 
compounded by an ideological climate which castigates people who rely on state 
provision. This results in many pensioners not claiming the means-tested benefits for 
which they are entitled (Walker 1990, Titley 1995). The women interviewed had 
varying attitudes to reliance on state pensions on the one hand, and means-tested 
benefits on the other, during retirement years. Their eligibility for state pensions 
differed according to their NI contribution records. 
Reference back to table 10.6 shows the majority of the women interviewed had 
always paid a full NI stamp. However, a significant proportion of the women had 
paid a reduced stamp during earlier years and eight were still doing so. Hypothesizing 
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about their likely basic state pension entitlement from this information is very difficult 
as individual entitlements are affected by number of years of full NI contributions (or 
credits), periods paying the reduced stamp, and periods paying no stamp due to low 
earnings or times spend in informal employment. The women were generally quite 
vague about their contribution record as they had given this little thought in earlier 
years. However, the women who stated that they had always paid full NI (26) are 
more likely to be entitled to HRP so it is assumed, for the purposes of this analysis, 
that they will receive a full, or virtually full, independent basic state pension. A 
reduced or non-existent independent basic state pension is anticipated for the women 
paying reduced NI or who· had paid reduced NI in the past. However, they will get 
the married women's allowance, which is 60% of their husband's pension and 
represents an independent income as this is paid to the wife in her own pension book. 
The majority of those who were currently paying no NI had paid full NI in the past, 
and therefore expected to contribute fully to the state pension scheme in the future. 
The majorIty of those who are likely to get a reduced basic state pension 
(either on their own contribution record or in the form of the married women's 
allowance), were less likely to have a non-state pension to replace the loss. The 
women who had always paid reduced NI would also not be entitled to SERPS. The 
relatively younger women on reduced or no NI are more likely to be able to 
compensate for their previous non-contribution years, if they start paying full NI in 
the near future, but the older women are unlikely to benefit at all from changing their 
NI status, so will probably get the married women's allowance. The majority of the 
women, however, could expect to get a full, or almost full, basic pension and most of 
these also had a second-tier pension either in the form of SERPS or a non-state 
pensIon. 
SERPS 
The vast majorIty (41) of the women interviewed said they knew nothing about 
SERPS. The following responses were typical. 
I don't know anything about SERPS. I've never been told anything about it 
(Myra) 
I didn't pay much attention to what they said about SERPS (Simone) 
Women with and with no non-state pension membership expressed a lack of 
knowledge about SERPS. For those who had a non-state pension this implies that the 
decision to opt out of SERPS was made with little knowledge about the second-tier 
of the state scheme. This uninformed choice might seriously damage finances in the 
future as it has been calculated that it may not be beneficial for people over 40 to 
contract out of SERPS, and indeed lower paid employees of all ages are unlikely to 
benefit from APPs (Davies and Ward 1992). 
Staying in SERPS means that the final benefits are subject to government 
reforms in legislation. The four women who felt they knew about SERPS were all 
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members of a non-state scheme. All were apprehensive about the government's 
commitment to SERPS, but nOne of them gave this as the reason for taking out non-
state scheme membership. Ava's response was typical. 
It's (SERPS) a con. They couldn't possibly pay that out over all those years. 
I knew when I left the civil service that they couldn't possibly pay us, and they 
must have known it, so it is just another way of getting money into the Tory 
bloody coffers. (Ava) 
Successive governments have made drastic changes to SERPS. Changes in 1980 meant 
that it would be worth only half of the previous amount, and more recent changes 
have reduced the potential benefits even further (Groves 1991)1. Women paying 
reduced NI are unable to benefit from SERPS, and in the absence of a non-state 
pension, will have to rely on the married women's allowance. 
The Basic State Pension 
Entitlement to a full independent basic pension is dependent upon NI contributions for 
nine tenths of a person's working life (currently 39 years for women and 44 years for 
men, see Chapter Three). For many women, even if they are eligible for HRP credits, 
this is difficult to achieve. For women who have always paid a reduced stamp, this 
is impossible to achieve. 
The married women IS allowance 
Women paying reduced NI will receive the married women's allowance during 
retirement. As we saw in Chapter 10, the majority of women who opted to pay 
reduced NI did not know the pension consequences of making that decision. Table 
12.1 shows that of the 31 women who had previously had the option of paying the 
reduced stamp just over half (16) had chosen to do so. Those who had chosen to 
continue to pay full NI were fully aware of the consequences of their choice. As June 
states 
I've always paid full national insurance contributions, that was a choice. I was, 
I think, one of the last few to elect to do it or not..so I've always elected to 
pay full, and I think that's important so that I'd have a full pension, even if it 
was just a state pension. (June) 
All the women who were still paying reduced NI said they had never received 
information about the pension consequences of continuing to pay reduced NI 
contributions2. One woman knew that her pension was determined by her husband's 
NI contributions, and as he was a self-employed taxi driver, she made sure he paid 
his contributions. 
1 For a fuller discussion of the changes made to SERPS see Chapter Three. 
2 Table 10.6 shows how many of the women were still paying reduced NI. 
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Table 12.1 Past NI status of married and previously married women who had 
been eligible to pay the married women's stamp by non-state pension 
membership 
* 
NI status 
Full Reduced Reduced 
With Non-state Ava Carla * 18 
Dora Jill 
Jess Kit* 
June Meg 
Kirsty Peggy * 
Leigh Sam 
Mabel Sheena 
Nadine 
Petra 
Sally 
Wanda 
No non-state April Bev 13 
Jan Cherry * 
Joy Faith* 
Sadie Fiona* 
Gail 
May 
Paula 
Prue* 
Stella * 
Total N 15 16 31 
Now pays full NI 
It does worry me a bit but I make sure he [Husband] pays it [NI stamp]. I go 
and get his stamp every week and that does help doesn't it? I mean like my 
friend. She thought he'd [friend's husband] paid his stamp but when he died 
she went down the DSS and he hadn't paid nothing, so she's got a social book 
for about £50 a week, I think. (Paula) 
Wives whose pension depends on their husband's contribution record must rely on him 
paying his NI contributions. This may be problematic for wives of self-employed 
husbands. Women's financial welfare during retirement should not have to rely on 
such acts of trust. 
The right to continue to pay reduced NI is automatically lost on divorce, or 
after a two year period of paying no NI (Poynter and Martin 1994: 219), and all the 
women interviewed who no longer paid reduced NI lost their right to continue to do 
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so for these reasons. Their conversion to full NI had, therefore, not been a choice but 
an obligation. This had done little to raise their awareness of the issues surrounding 
the need for independent pension provision. Women who were compelled to convert 
to full NI contributions later in life are unlikely to benefit, in terms of the basic state 
pension, from the conversion as, if they are still married, their own contribution record 
is unlikely to provide them with a pension higher than the married women's allowance. 
The inadequacy of the state pension 
Table 12.2 shows the attitudes of the women to the prospect of reliance on the 
basic state pension. In terms of purchasing power, the vast majority of the women (40) 
felt that the basic state pension would not be enough to live on, and of the five who 
felt it would be adequate, only two said they had always paid full NI contributions and 
would therefore be more likely to be eligible for a full basic state pension. Of the 15 
women with an occupational scheme the majority (14) felt the basic state pension 
would be inadequate, and nine of the 10 women with a PPP also felt it would be 
inadequate. The following response was typicaL 
Well the state pension is fine, but it will only stretch so far, and with the 
effects of galloping inflation, I wouldn't really like to live hand to mouth, if 
I last so long. I wouldn't like to have to scrimp and scrape every penny for 
what I want. (Shirley 
Economic forces mean that the financial benefits of the basic state pension cannot be 
relied upon, so a second-tier of pension is seen as crucial by most, even if the basic 
state pension is full. However, lack of confidence in the government's commitment 
to maintain the basic pension and its own second-tier provision (SERPS), meant that 
a non-state second-tier was generally seen as vitaL The lack of control over 
government changes to the basic pension was highlighted by Ava. 
Nobody's going to be able to live on the state pension because it will be nigh 
on worthless by the time we all retire, and in fact, I wouldn't be at all 
surprised if it doesn't exist at all by the time we retire. So generally I've got 
this whole feeling, and a total mistrust with everything the state does, because 
they've eroded the whole pension system away, and it's all going very private. 
(Ava) 
None of the women interviewed were in favour of the cuts in basic state pension 
however, Wanda sympathised with concerns about the 'costs' of the increasing number 
of older people in the population. 
Until a few years back, women were going to get a state pension, but gradually 
the state is getting less. But you can understand it because there are loads of 
people of our age who will be retiring, and there won't be enough money in 
the kitty. If you haven't got a private pension, you've had it. You've got to be 
independent, it's by far the best way. (Wanda) 
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Table 12.2 Women's attitudes to the adequacy of the basic state pension by non-state 
pension status 
Is Basic State Pension Enough 
Non-State Yes No Total N 
Pension 
Status 
With Meg Ava 15 
Occupational Carla 
Scheme Dora 
Jess 
Jill 
Joan 
June 
Leigh 
Mabel 
Myra 
Sally 
Sheena 
Shirley 
Tessa 
With PPP Kit Dawn 10 
Judy 
Kirsty 
Nadine 
Peggy 
Petra 
Sam 
Simone 
Wanda 
No Non- Joy April 20 
State May Bev 
Marian Cherry 
Clare 
Faith 
Fiona 
Gail 
Jan 
Kate 
Liz 
Paula 
Polly 
Prue 
Sadie 
Sarah 
Stella 
Yvonne 
Total 5 40 45 
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The perceived 'reality' of the problems surrounding an increasingly dependent older 
population (Walker 1982) engendered a concern about the lack of money in the 
government purse. In this situation a non-state pension is the only answer. 
Women with no non-state pension membership are likely to be heavily reliant 
on the basic state pension for financial well being in the future, either through their 
own contributions or through their husband's contributions. 
Of course it (basic state pension) isn't enough, but my work history is so 
ridiculous that I probably won't even get that. But what can I do? (Sarah) 
Women with reduced or no entitlement to an independent basic state pension, yet with 
low earnings preventing non-state contributions, will often be trapped in a future of 
financial misery. However, present low earnings and previous reliance on inadequate 
state benefits had made Joy 'used to living on the breadline'. As she said 
Before 1982, I didn't really think about it, but after 1982 I just thought I'd 
carryon as I was, because as it was a struggle now [on income support], it 
wouldn't be any more of a struggle on a state pension. (Joy) 
Although the basic state pension provides very poor finances, women may be so used 
to living in poverty that they do not see living on such a small income as any more 
of a problem in later life than it was in younger years. However, such poverty should 
not be an expectation of women. 
Attitudes to Economic Dependence Means-Tested State Benefits 
Aside from the state pension, other state benefits are a major source of income for 
those in retirement years. However, a large proportion of older people do not claim 
the benefits to which they are entitled (Titley 1995), largely because of the stigma 
attached to claiming means-tested benefits (Walker 1990). Women were not 
explicitly asked about their attitudes towards reliance on means-tested benefits during 
retirement, but some of the women (18) volunteered opinions about this. Although 
the majority (12) said they had no problems, in principle, about relying on means-
tested benefits during retirement, all of them stated that they had doubts about the 
practicality of surviving on the low levels of such benefits. 
Against means-tested benefits in principle 
Of the nine women with a non-state pension, five said that, in principle, they 
would not like to rely on means-tested state benefits. The major reason given for this 
reluctance was the 'stigma' involved, accompanied by the feeling that they had 
somehow 'let themselves down'. As Joan stated, 
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I think ethically I shouldn't mind, but there is a stigma about that sort of thing, 
isn't there, that you can't help being aware of. But really one shouldn't mind, 
but I do. (Joan) 
The commitment of successive government's to 'individualistic' policies for financial 
provision in older age (Groves 1991), have done much so accentuate the stigma 
associated with state benefits. Humilation in tenns of self respect and respect from 
others was a key concern, however, there may be a contradiction between the 
individual's own ethics and responses of others. 
Well I think I've probably paid in enough for it to not worry me on that score, 
but I personally would feel I'd let myself down if I was living on the state 
because I'd rather be independent than be dependent on somebody. I mean, if 
you're dependent on somebody they can dictate to you the conditions and 
terms of what you do and how you spend it, and I couldn't stand that. (Kit) 
The contradiction of contributing to state benefits through paying taxation yet feeling 
stigmatised for claiming them may be felt by many. Dependence on benefits is seen 
as taking away freedom, as conditions and tenns are dictated rather than chosen, and 
in this sense, the freedom of self detennination can seem more important than future 
financial well-being. The strategy for not having to suffer this 'humiliation' may be 
to get a non-state pension to ensure not having to claim means-tested benefits. 
However, the resulting pension benefits may make them financially worse off than if 
they claimed means-tested benefits (Walker et al 1989). 
I mean, I see it on the telly and it looks degrading to me really, and I've never 
had to do it, so I can't say, but I wouldn't like to have to depend on somebody 
else. I mean, I hope that the [pension] book that I'm going to get will be like 
my family allowance and I'll just go and pick it up every week, and I wouldn't 
like to go to ask for more money. I would hate to have to do that. (Mabel) 
So media representations can be very important in engendering an association between 
humiliation, degradation and state benefits, and these can be particularly influential for 
those who have had no direct experience of claiming state benefits. It is not only 
reliance on benefits themselves, but also the degrading fonn of benefit payments, 
which adds to this humiliation. Older people may have little option, but still many 
older people do not claim the means-tested benefits to which they are entitled (Titley 
1995, Walker 1990). Only one woman was concerned about what she called 'abuses' 
to the system. 
Most important of all, I wouldn't want to go on social security. Some people 
have to, but I'd rather be independent. I know you've paid into it, but really it's 
like going with the begging bowl and I don't think people should have to, but 
it's a system that's open to a lot of abuse. I would rather be independent of 
things like that, but I don't mind if people get free prescriptions and things like 
that, but they don't even get that now.(Wanda) 
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The media emphasis on benefit system abuse, along with the fear of being labelled a 
'scrounger', has the serious consequences of people living in poverty rather than 
claiming their entitlements. Rather than the state being seen as providing an 
independent income to be valued, it is something that is stigmatized. Government 
strategies have led to this stigmatisation. The differences between attitudes in Britain 
compared with those in other countries is referred to by Clare. 
The mentality in England is that anyone who goes to the DSS is a scrounger. 
I know there are people that scrounge, but I think most people are genuine and 
they need the money to live on, and it has just become a terrible thing with the 
government just trying to cut back and cut back on what they're spending. 
(Clare) 
The moral Right's backlash against benefit claimants may make matters even worse. 
Inadequacy of means-tested state benefits 
Of the six women with .a non-state pension who volunteered opinions about 
living on means-tested state benefits, three said that they had no reasons, in principle, 
for not wanting to rely on benefits, they just felt it would be impossible. 
I wouldn't mind living on the state, I'm entitled to it. My gran brought me up, 
and she was an elderly lady, and Doctor Barbados clothed me and we did live 
off the state. I think she was entitled to everything she ever got, and they 
means-tested it, and I think that's disgusting. I think it's created something in 
me, my father not being around. (Sam) 
Means-testing and other methods used by the state in assessing entitlement to state 
benefits in retirement, are seen as degrading. Such an infringement of privacy may 
deter many from applying for help. Sam had non-state pension membership. The 
attitudes of the women with no non-state pensions were generally less negative to 
means-tested benefits than those with non-state pensions. However Liz, who had no 
non-state pension, wanted one so she didn't have to rely on means-tested benefits. 
She stated, 
I think my main rationale for wanting a pension is so that I don't have to live 
on state benefit, which is not really living, and your options are really closed. 
You can't afford to travel and so on. (Liz) 
Means-tested benefits are paltry and will provide only a very basic standard of living, 
and therefore a non-state pension may be desired. However, as a part-time employee, 
Liz was ineligible for membership of the pension offered by her company to full-time 
employees (now illegal), and could not afford PPP contributions. 
The pensions trap 
In contrast to interviewees who wanted a non-state scheme to counter reliance 
on mean-tested benefits, a few women were concerned about the lack of entitlement 
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to benefits that a non-state scheme might generate. As Fiona stated, 
I think I am probably of the view that you shouldn't have too many pensions 
because the more you get when you get older the less anyone is likely to help 
you ... I've seen old people who have saved all their lives and when they get 
older their children don't want to look after them, and they have to go into a 
home. Their house has to be sold, and all the money they've got coming in 
is all used just to keep them in a nursing home where, until all that money is 
gone, it is all going to pay for them, but somebody living next door who hasn't 
got a thing, who has squandered all their money and hasn't got anything, they 
could be sitting next to him in the nursing home getting paid for by income 
support.(Fiona) 
So although the government is committed to ensuring that individuals secure some 
form of pension on top of their basic state pension, the loss of benefits that results 
from this may deter some women from taking up a scheme. Cuts in state benefits 
may make this an unwise choice. 
You hear people say "You're better off not having a pension because you'll get 
nothing from the state". But I see old age pensioners in the shops and it must 
be a terrible struggle to live on what they have to live on. You hear horror 
stories, and whether some people think the state will take care of you, but at 
some stage there'll be no money anyway for old age pensions. Whether I'll 
ever get any, I don't know. I don't even know whether I'll still be around here, 
but certainly the kids of 20 won't [get any benefits], there just isn't enough 
money going in. (Clare) 
Clare chose not to take up membership of the occupational pension scheme offered 
by her employer partly because of her concern over loss of state benefits. The 
commitments of successive governments to privatisation of welfare has meant that cuts 
in benefits, and revised benefit regulations, are announced on a regular basis. 
Adequate financial resources on retirement depend on a life-time of planning and 
contributions, however, plans that are tnade on today's information may result in 
disadvantages in the future. People who have no non-state pension provision, because 
of concerns about the pensions trap, may find that by the time they retire they have 
lost out due to changes in mean-tested benefit regulations. Conversely, those who 
pay into pensions now may find that their pensions will be worthless when they retire 
and may even prevent them obtaining mean-tested benefits. In this way the mix 
between non-state and state pension is a gamble rather than a choice. 
Conclusion 
The majority of the mid-life women interviewed were concerned about government 
encroachments on pension benefits. Although most of the women felt they knew very 
little about SERPS, those who did were unwilling to rely on SERPS because of 
previous cuts. Their lack of knowledge about SERPS is disturbing, because it means 
that most of the women who had opted for a non-state scheme knew little, if 
anything, about the pensions from which they were opting out. 
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Negative images associated with means-tested benefits had led many of the 
women to balk at the thought of relying on them during retirement. The attacks of 
successive governments on the basic state pension means that few will be able to 
survive on its relics. For many women, means-tested benefits may mean the 
difference between greater Or lesser poverty. In view of the attitudes of the women 
I interviewed, it may be that many will be plunged into greater poverty. 
Women are disadvantaged in their non-state pension membership, and 
therefore the state scheme is of crucial importance to their financial well-being during 
retirement. Married women with no independent entitlement to the basic state pension 
receive the married women's allowance. At 60% of their husband's pension this is, 
in a large proportion of cases, of greater value than a pension they would otherwise 
get, based on their own contributions. However, it is still a greatly reduced income 
and assumes that they will need less independent income than their husbands during 
retirement. It also emphasises the traditional gender division of labour, with married 
women being seen as dependent on their husbands. The married women's allowance 
is only paid when a woman's husband is of pensionable age, and given that the 
majority of women are younger than their husbands a period of waiting between wife's 
pension age and married women's allowance benefits is inevitable. This may be a 
period of extreme personal hardship for women. Moreover, equalisation of the state 
pension age at 65 will mean that women will have five more years to wait before they 
can draw their own state pensions. In addition, they will have to wait until they are 
65 to be paid the married women's allowance. 
Government encroachments on both the basic state pension and SERPS means 
that these pensions are being increasingly eroded. Women are likely to be the main 
victims. Concerns about government cutbacks on state pension may induce many to 
take out non-state pensions. However, women's lower earnings and less years of 
contributions means that women are more likely than men to be victims of the 
pensions trap, with their non-state pension simply making them ineligible for means-
tested benefits. 
The emphasis of successive governments on private pension provision and 
individual 'choice', means that people need to be well-informed about the pension 
options open to them. Women often have less options as they are less likely than men 
to have access to occupational schemes. Those concerned about their financial 
independence during retirement, particularly women in mid-life where making the 
right decision now is of crucial importance, are hampered by the general lack of 
adequate information about pension options. Reduced benefits from both the basic 
state pension and SERPS, and women's disadvantages in non-state pension benefits 
due to low incomes and reduced contribution years, means that, whatever choice they 
make, a large proportion of women are destined to end up in poverty during 
retirement. 
221 
Chapter Thirteen 
Conclusions 
Although there is a high incidence of poverty among older people, it is to the 'growing 
costs' of an increasingly aged population that the British government has turned its 
attention. The major concern voiced by the government is the growing numbers of 
pensioners expected in the 21st century relative to the number of people of working 
age who will be producing the resources on which the enlarged older population will 
have to rely (Johnson et al 1989). The lack of government attention given to poverty 
among older people affects women disproportionately. 
Older women suffer poverty in greater proportions than men, and it is the lack 
of independent financial provision of older women that leads to their impoverishment. 
State policies have only exacerbated the problems. The emphasis of successive 
governments on self-reliance has ignored the gender differences in acquiring 
independent state and non-state pensions. Reforms emphasising the role of non-state 
pensions have a disproportionately detrimental affect on women, and therefore existing 
gender inequalities in pension benefits are likely to increase in the future. 
Structural and Cultural Factors Influencing Women's Non-state Pension 
Provision 
Women are disadvantaged at all stages in their pension provision, and a number of 
structural and cultural factors impact on this (figure 13.1). These factors determine 
the pension options available to women, and how they will utilise their choices. State 
policies interface with each of these factors in a non-gender neutral way. Previous 
research has highlighted the gendered divisions in occupational pension membership 
(Ginn and Arber 1991, 1992, 1993) and PPP membership (Davies and Ward 1992) of 
employees, and how this is a consequence of women's domestic role, mediated 
through their disadvantaged labour market position. The connections established in 
previous research are indicated by the non-dashed arrows (figure 13.1). This research 
has shown that women's disadvantage in PPP membership is greater than in 
occupational pensions, and this is particularly detrimental to self-employed women. 
The inclusion of data on the attitudes of mid-life women to pensions has highlighted 
factors impacting on women's attitudes to pension membership. The newer links 
established in this research are indicated by the dashed arrows (figure 13.1). 
This society holds and perpetuates gendered taboos about the subject of ageing, 
it is therefore understandable that many women do not want to think about pensions. 
Gendered ageism has profoundly negative effects on women's own attitudes, beliefs 
and behaviour (Bernard et al Forthcoming). Women's working lives and retirement 
lives are affected by age and gender considerations. Women are encouraged to think 
about how they can 'delay the signs of ageing', rather than how they can safeguard 
their finances during future retirement. These attitudes, in combination with women's 
disadvantage in the labour market, are a serious drawback to women gaining 
independent pension provision for retirement. 
222 
Key 
N 
N (;.j 
C'tdrttr:11 F:1C'tnr<; 
Male breadwinner 
ideology 
Women's labour market 
role seen as secondary 
Women's feminine 
identity as self-
sacrificing and 
altruistic - concern 
about others not self 
Women's wish to 
maIT)'ihave children -
forward planning 
Gendered ageism -
Women socialised not 
to think about ageing 
(but to fear it) 
Well-known links 
~cwer links 
Figure 13.1 
Cultural and Structural Factors InOuencing Women's Pension Provision 
1-----
, 
, 
" , 
" 
" 
---
" 
" 
" 
" 
" 
" 
/' 
/ 
/' 
,/ 
/' 
, 
, /' 
---
" 
'-/' 
/' '-
~ 
Women's role in child-
care 
Inequalities in the 
domestic division of 
labour 
, 
I 
.... 
, . 
Women less likely to opt 
for pension, especially 
when young, therefore 
opt out. Do not consider 
until mid-life 
" , 
/' 
/' 
" 
" 
" 
~ 
" 
/' 
'>-
/' " 
Cash-in contributions so 
lose employer's 
contributions and many 
years pension service 
" 
" 
" 
" 
~ II St~tc Policies (interface 1\ ? 
wlth each factor in non- / 
gender neutral way) 
" 
.,. 
'-
'-
" 
" 
" 
Structural Factors 
Women's disadvantaged labour 
market position 
Low earnings Interrupted 
careers Lower socio-economic 
status 
Part-time employment 
Smaller firms 
Sex-segregated labour market 
Gendered ageism in the bbour 
market- older women not 
employed/not promoted 
Self-Employment 
" 
" 
" 
~ 
'-
I---
.. * .. 
'-
'-
'-
' .. 
- - -.. 
Less non-state pension 
membership 
Lower incomes from non-state 
pensions 
1 
More reliance on state and 
family 
The profusion and quality of occupational pension schemes is positively linked 
to income, with those on higher incomes enjoying more access to, and superior 
remunerative benefits from, occupational pension schemes. Women on limited 
earnings are not only likely to be financially insecure during their employment years, 
but their ability to save for a mOre financially secure future retirement is also 
restricted. Those on low incomes who do secure membership may simply fall foul of 
the pensions trap, being ineligible for means-tested benefits (Walker et al 1989). The 
'pensions trap' is particularly associated with low-earnings and with a low number of 
contribution years, and therefore women are disproportionately affected. Gendered 
ageism affects women's chances of occupational success, with older women and 
mature women workers being discriminated against (Bernard et al Forthcoming). 
Mid-life women are more likely to be thinking about pensions than younger women, 
but disadvantages associated with sex-discrimination and age-discrimination means 
that mature women workers may be denied access to well-paying jobs with higher 
socio-economic status, where occupational pensions are more likely to be available. 
Women's position in the labour market affects the pension options available to 
them. Location in low paying often part-time employment with low socio-economic 
status results in women being less likely than men to be offered an occupational 
pension scheme. If they are offered a scheme, from such low earnings their benefits 
are likely to be low. So, disadvantages in pension provision relate to two dimensions; 
proportions with membership and levels of benefits. Women in full-time employment 
have occupational pension membership levels somewhat on a par with men, however, 
women's lower earnings and less years of contributions means that their benefits are 
often lower. 
Following a ruling by the European Court, recent British legislation has now 
outlawed the exclusion of part-timers from occupational schemes which are offered 
to full-timers. Although redressing some of the imbalance this ruling is, however, far 
from perfect. Only a minority of part-timers are likely to benefit from the changes. 
Part-timers working in establishments that do not offer schemes will not benefit. 
Furthermore, if the pension trustees can show a non sex-discriminatory reason for 
excluding part-timers, then part-timers can continue to be excluded (Prosser 1994b). 
Changes from final salary to money purchase occupational pension schemes means 
part-timers might simply be offered inferior schemes. Part-timers who claim 
discrimination have to pay for all their lost contributions, a task very difficult for low 
earners. Proposed government decisions are designed to hamper the prospects for 
those women who do claim discrimination. Clause 59 of the Pensions Bill attempts 
to link pension rights to legal procedures on equal pay. If this clause is adopted it 
could prevent part-time workers from claiming full retrospective pension rights as the 
clause would limit claims to two years, compared with the retrospective rights to 1976 
which are possible under the European Court ruling (Prosser 1995c: 16). 
The higher proportions of black women than white women in full-time jobs 
and public sector employment results in them having higher rates of occupational 
pensions scheme membership in comparison with white women. However, these 
advantages in membership may not necessarily lead to advantaged benefits, as black 
women are amongst the lowest earners and are often in the lowest status jobs (Bruegel 
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1989). Therefore, black women in full-time jobs may receive disadvantaged pension 
benefits in relation to white women full-timers. Research on differences in receipts 
from occupational pensions among women and men from different ethnic groups 
would provide useful information on relationships between retirement income and 
ethnicity. 
PPP membership has been heralded as a major avenue by which women can 
secure non-state pension provision. However, low earners are likely to be worse off 
if they opt for a PPP than if they stay in SERPS (Davies and Ward 1992). Therefore, 
PPPs suit lower paid employees, the majority of whom are women, the least well of 
all the pension options. However, PPP membership is crucial to the future financial 
well-being of self-employed individuals as other forms of second-tier pension are not 
available of them. Although self-employed men are generally well-catered for in 
their PPP membership, self-employed women are seriously disadvantaged in their 
membership of PPPs. Low earnings, often from part-time hours, make contributions 
to PPPs impossible for many self-employed women. A large proportion of self-
employed women are therefore likely to be receiving seriously inadequate finances 
during pensionable years, relying solely on the basic state pension. A study of the 
attitudes of self-employed women to pension provision would throw more light on the 
factors influencing their disadvantaged pension membership. 
Women1s disadvantage in PPP membership is greater than in occupational 
pensions. The analysis has shown that there are larger gender differences between 
full-time women and men in their PPP membership within categories of income and 
socio-economic status. This was not the case for occupational pension membership, 
which was largely equal for full-time women employees and male employees within 
income and class categories. Therefore, there is greater gender disadvantage, in 
addition to labour market and domestic disadvantage, to PPPs than occupational 
pensIOns. 
The history of pension provision reflects the traditional domestic division of 
labour in marriage, with men generating deferred earnings from their 1famil y wage1 for 
later years. Part-time employment and shorter lengths of service are associated with 
women1s caring responsibilities, therefore women with children are penalised in their 
pension provision. Moreover, the altruistic characteristics associated with women1s 
feminine identity and their caring role mitigates against women purchasing pensions. 
In addition, the family often has the first call on women1s earnings. In this situation, 
more pension options might simply mean opting for cheaper, and consequently less 
beneficial pensions. Women with occupational pensions may simply cash-in their 
contributions at the onset of family responsibilities to pay for items for the home. 
Employer contributions are lost along with years of pensionable service. 
Women often expect to take career breaks, or to take up part-time employment 
at some time in their lives, due to anticipated child-care responsibilities (Martin and 
Roberts 1984). This, coupled with worries about job insecurity, means that many 
women may see little point in taking up occupational pension membership, as they 
view their jobs as temporary. In addition, part-time working in Britain is identified 
with low pay, poor employment rights and generally less equal treatment compared 
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with full-timers. Low paid WOmen tend to be slightly more traditional in their 
attitudes to their jobs, seeing their jobs as less important compared with all women 
(Dex et al 1994). Therefore, it is not surprising that low paid women are less likcl y 
to see fringe benefits, such as pension schemes, as a necessary requirement of their 
jobs. 
The increasing participation of married women in the labour market means 
that they have become accustomed to having independent earnings, and therefore a 
lack of independent retirement pension may come as a serious blow to many women. 
Lower marriage rates, higher divorce rates and the proportion of same sex couples, 
means that the traditional nuclear family is declining. Therefore, the notion that 
women can rely on their husbands during retirement no longer fits the lives of many 
women. The British pension system does not cater well for these changes as women 
are not treated as financially independent individuals, but rather as the dependents of 
their husbands. 
The pension fund is generally the largest family asset after the family home. 
Under the present system, divorced partners have no legal right to a share of their ex-
partners pension and must rely on jurisprudence to gain a share. This affects mainly 
wives, as husbands usually have superior pension rights. In consequence, the most 
disadvantaged households in terms of pension provision comprise divorced women 
who have been out of employment and have low earning power, as they will not 
benefit from their husband's pension and will have little of their own (Joshi and 
Davies 1991). The changes in the law enabling divorced women to claim a proportion 
of their ex-husband's pension may help financially. However, the proposed change 
of splitting pensions on retirement does not constitute a clean break settlement. 
Pension splitting on divorce would be a fairer option as it would allow the beneficiary, 
usually the woman, to buy an independent pension (Hunter 1995b). Pension splitting 
does not, though, equalise partner's eventual pension, but it closes the gap somewhat 
(Joshi and Davies 1991). 
The best pension prospects are for couples where both partners are higher 
earners and both have final salary occupational schemes. There is a polarisation 
between these couples and couples where neither partner has a non-state pension. 
Couples with no non-state provision will have to rely on decreasing state pensions 
and means-tested benefits. The financial security of couples during retirement years 
depends on the pension provision of each of the partners. Among all individuals in 
paid employment, men are more likely than women to have non-state pension 
membership, it is therefore the disadvantaged membership of women that has a 
detrimental effect not only on their own pension position but also on the financial 
well-being of couples. The disadvantage is most acute among dual-self-employed 
couples. Only a minority of these couples have both partners with PPP membership, 
and with no other second-tier pension available to them, a high proportion of self-
employed couples are likely to be plunged into poverty in later life. 
Due to low numbers in the sample, this research was not able to explicitly 
examine pension membership among married couples in respect of ethnic origin. 
However, the research has shown that one of the reasons for the higher occupational 
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membership rates of black women is their location in full-time employment. The 
relationship of black women to employment should be considered in both the context 
of race and gender (Mama 1986: 192). Black men are more likely than white men to 
be located in low paying jobs associated with poor conditions (Brown 1984). The low 
level of black men's earnings may be a reason for the high levels of black women in 
full-time work (Cook and Watt 1992). Therefore, the joint pension status of black 
couples may be disadvantaged in relation to white couples. White women have access 
to more financial resources through the higher wages of white men (Cook and Watt 
1992). The low earnings and disadvantaged pension membership of Indian, Pakistani 
and Bangladeshi men is disadvantageous to the households they live in, as well as to 
them individually. Research on the pension membership of black couples, and the 
connections between this and the labour market position of individual partners and 
ethnicity, would provide useful insights into disadvantages associated with racism in 
inter-household pension provision. 
State Policies 
State policies purport to be gender-neutral, however, state policies interface with each 
of these structural and cultural factors in a non-gender neutral way. They have 
gender consequences as they increase gender inequality and class inequality. There 
are a number of reasons for this. The basic state pension provides an insufficient 
retirement income for pensioners, and the value of the basic state pension is declining 
as a result of the change from earnings indexation to price indexation since 1979 
(Evandrou and Falkingham 1993). These changes mainly affect those who rely on the 
basic pension as their main form of financial support, women and men in low earning 
jobs. The changes in SERPS will also have the greatest adverse impact on women 
and on men in low paying jobs. As SERPS was designed to meet the needs of lower 
paid and intermittent employees it was very favourable to women and low-earning 
men. The 'best twenty years' rule enabled women who had taken periods out of paid 
work for domestic responsibilities, or who earned less in later years, to benefit from 
their years of higher earnings. This advantage to women, however, was lost with the 
repeal of the 'best twenty years formula'. Therefore, in order to benefit from SERPS, 
women will have to have paid work for a greater number of years, unless they are 
entitled to HRP credits. 
Women who qualify for HRP will get a better deal under SERPS by not doing 
any paid work at all, or at least by earning so little that they can be credited with NI 
contributions (Groves 1991). HRP credited years will not count towards the total 
years by which lifetime earnings will be divided in order to produce the level of 
SERPS pension. Women in part-time jobs are particularly disadvantaged. Part-time 
employment with pay at, or above, the LEL eliminates the possibility of HRP credits, 
resulting in low part-time earnings being included in the final calculation of SERPS 
entitlement. Thus, women will run the risk of decreasing their SERPS pension 
entitlement if they take a rate of pay above the LEL, with the consequence that any 
previous higher earnings will lose their value. 
Equalisation of the state pension age at 65 will be detrimental to women. For 
men it will mean no change but for women it will mean that they have five more 
227 
years to wait before they can draw their own state pensions. In addition, they will 
have to wait until they are 65 to be paid the married women's allowance, even if their 
husband receives his pension at 65. Given that, on average, women are younger than 
their husbands, they will have to wait several years to receive the married women's 
allowance. Only a minority of women aged over 60 are economically active and this 
is expected to fall in the future (Central Statistical Office 1992a). Raising their 
pension age, with the resulting 44 years minimum contribution condition for women 
for a full basic state pension, simply means they must carryon working for longer in 
order to achieve the same results as they would have achieved when retiring at age 
60, or else settle for an inadequate pension (Equal Opportunities Commission 1992a). 
The suggestion that the extra five years will give women more time to make up 
deficient contribution records is refuted. Even if older women wish to work, gendered 
ageism in the workplace may prevent many from doing so (Bernard et a1 
Forthcoming). Women who are employed over the age of 60 are often in part-time 
jobs on very low wages and will not be able to accrue five years full contributions 
(TUC 1992: 14). Women are already disadvantaged in relation to men in terms of 
pension provision and equalisation at 65 is likely to cause an additional five years of 
poverty and financial dependence of married women on their husbands. 
State policies have emphasised individual pension provision and choice, 
however, women are less likely than men to have the full range of pension options. 
SERPS is worth much less than a final salary scheme with one employer generated 
by the same earnings (Joshi and Davies 1991). For high earners, PPPs may be better 
than SERPS but for lower earners the benefits from PPPs are likely to be minimal. 
However, as private schemes are not protected by HRP, to reap the rewards from them 
more contributions are needed. 
In order to encourage people to adopt private pensions, the government has 
given tax incentives to those taking out both PPPs and occupational schemes. These 
programmes provide most support for the well off, thereby exacerbating inequalities 
in economic security, disadvantaging women disproportionately. Tax incentives cost 
more in 1992/3 than total means-tested assistance for poor older people (Sinfield 
1993). The relative deficiency in funding to the basic state pension and mean-tested 
benefits disadvantages lower earners, the majority of whom are women. 
The government suggests that freedom of choice provides employees with 
greater pension potential. However, securing a pension can be more of a gamble than 
a safe investment. Thousands of people have been prey to incorrect information about 
where their best pension options lie. Pensions are a very complex issue. In order to 
make adequate provision for retirement women and men will need to be well informed 
about their pension options. The general lack of adequate information means that 
many are making choices that are wholly against their best interests. Women in part-
time jobs are less likely than men and women full-timers to be offered an 
occupational scheme and consequently are less likely to receive literature relating to 
occupational pensions. Media coverage of the government's desire to increase the 
privatisation of pension welfare, and its concomitant running-down of state pension 
benefits, may result in an expansion of the numbers of individuals opting for non-state 
pensions. People without access to occupational pension schemes, the majority of 
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whom are women, have only less financially advantageous PPPs as an option. In 
addition, making occupational schemes optional means that many wo~en may refuse 
membership on the grounds that their money is needed elsewhere 'and that their jobs 
are temporary resulting in them opting out of financially beneficial schemes. 
Research analysing trends in non-state pension membership over the period 1970s to 
early 1990s would provide some insights into the impact of legislation and would also 
enable us to explore differences in age and cohort effects on non-state membership. 
The interaction between pensions and mean-tested benefits may result in many 
pensioners receiving little or no benefits from their pensions (Walker et al 1989). On 
reaching retirement small pensions may do little more than 'prevent a person receiving 
income support' (Walker et al 1989: 576). It is employees who are low-paid or have 
interrupted careers, the majority of whom are women, who are the worst affected by 
the 'pensions trap'. Therefore, many women who are foregoing current earnings in 
order to make contributions to non-state pensions may find that their expectations of 
a wealthier retirement are not accomplished, and their non-state pension simply means 
they are ineligible for means-tested benefits. 
Women are active agents in their own pension provIsIOn and government 
policies emphasising choice impact heavily on women. Women are less likely than 
men to have the full range of 'choices' available. Their disadvantaged position in the 
labour market means they are less likely to be offered an occupational scheme. 
Therefore, for many women, the choice may only be between SERPS and a PPP for 
their second-tier of pension. A high proportion of women, some 2.25 million, have 
such low earnings that they do not qualify for the basic state pension as the they earn 
below the LEL and so do not make NI contributions (The Fawcett Society 1994). 
These women are ineligible for SERPS and are unlikely to be offered an occupational 
scheme, and therefore will only be able to choose a PPP. Out of such low earnings 
PPP contributions are likely to be difficult, consequently, these women are unlikely 
to have any second-tier provision. Their only means of independent income during 
retirement may be the married women's allowance which at 60% of their husband's 
income will provide some independent income, but a very limited amount. 
The Future 
Employed women are at a considerable disadvantage with both non-state pensions and 
SERPS as these rely on an individual maintaining a consistent record of employment 
contributions. The increasing emphasis on non-state pensions will hit women the 
hardest. Financially superior occupational schemes provide valuable benefits for 
higher paid employees in jobs with higher socio-economic status, but they provide 
little benefit for low paid employees, the majority of whom are women. With the 
increasing stress on non-state, and especially occupational pensions, women are likely 
to experience more disadvantage unless they spend more years in full-time 
employment than is presently the case (Groves 1991). While pensions continue to be 
linked to contributions gained though paid employment, women will remain 
disadvantaged, unless men take an equal share of caring responsibilities. There is, 
however, little evidence of equal contributions between men and women in domestic 
tasks (Warde and Hetherington 1993). 
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A radical change in pensions is needed. Ginn and Arber reflect on whether the 
needs of British women would be better served by an improved SERPS, or a universal 
citizen's pension, or a combination of both (Ginn and Arber 1993). An improved 
SERPS would benefit women as it is protected by HRP, and the return to a 'best years 
formula', based on fewer best years, would benefit women. The citizen's pension 
would amount to one third of earnings, funded through general taxation, to which 
every legally resident person in Britain would be eligible (Parker 1993). The best 
option might be a combination of both, as this would enable all citizens to receive an 
independent income superior to that gained from the basic state pension whilst 
retaining an earnings-related component. Privatising pensions makes great savings 
for the exchequer (Johnson et al 1992) and is making millions for the pensions 
industry, therefore a move to the citizen's pension would have to tackle powerful 
vested interests (Parker 1993). 
The present government is committed to privatIsmg pension proVIsIOn. In 
privatising many areas of welfare provision, successive governments have exposed 
welfare benefits to market forces. However, the market does not cater adequately for 
the welfare of people. In competitive markets it is usually the most needy who lose 
out as they lack the resources to gain the best on offer. The privatisation of pensions 
is inextricably linked with cuts in health expenditure, cuts in benefits, increasing 
emphasis on 'care by the community' and the introduction of means-testing into many 
areas not previously means-tested. These changes affect all sections of the 
population. Older people, who rely on pensions and means-tested benefits, are likely 
to be hit increasingly hard. It is older women who are likely to be hit the hardest as 
women make up a greater proportion of older people, and are also the least well 
provided for financially. 
Under the present pension system, the best way of reducing the likelihood of 
ending up in poverty in older age, for the majority of women, is to increase the level 
of the basic state pension (Davies and Ward 1992). In it's enthusiasm for privatising 
pension provision, the government has raised the possibility of allowing people to 
contract out of the basic state pension (Hodge 1993). At present, this is only under 
consideration, but it is likely that privatisation of the basic state pension would 
disadvantage women still further. The treatment of women should be on the main 
agenda of the government's pension considerations. The combined strengths of the 
feminist movement in campaigning for women's rights and the grey power movement 
in campaigrIing for the rights of older people will, hopefully, result in some positive 
changes to the position of older women (Walker 1992, Arber and Ginn 1991b). 
In his 1995 address to the Conservative Central Council the Prime Minister, 
John Major, said, 'Its high time that retirement should be seen as the opening up of 
new opportunities and not the drawing down of blinds'. Due to low earnings and 
interrupted careers, with their consequential small finances in later life, women will 
have only limited potential to enjoy the benefits of retirement. Given the increasing 
role of non-state pensions in the pension provision of British people there is likely to 
be greater gender inequality in income and the ability to enjoy older age and 
retirement in future. 
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Appendix 1 
Weekly Basic Pension Rates in Pounds 
Year Single Person Married Couple 
1976 (Nov) 15.30 24.50 
1977 (Nov) 17.50 28.00 
1978 (Nov) 19.50 31.20 
1979 (Nov) 23.30 37.30 
1980 (Nov) 27.15 43.45 
1981 (Nov) 29.60 47.35 
1982 (Nov) 32.85 52.55 
1983 (Nov) 34.05 54.50 
1984 (Nov) 35.80 57.30 
1985 (Nov) 38.30 61.30 
1986 (July) 38.70 61.95 
1987 (April) 39.50 63.25 
1988 (April) 41.15 65.90 
1989 (April) 43.60 69.80 
1990 (April) 46.90 75.10 
1991 (April) 52.00 83.25 
1992 (April) 54.15 86.70 
1993 (April) 56.10 89.80 
1994 (April) 57.60 92.10 
Source: Poynter and Martin 1994 
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Appendix 2 
Weekly Earnings Limits in Pounds Per Week 
Year Lower Earnings Limit Upper Earnings Limit 
1975-76 11.00 69.00 
1976-77 13.00 95.00 
1977-78 15.00 105.00 
1978-79 17.00 120.00 I 
1979-80 19.50 135.00 
1980-81 23.00 165.00 
1981-82 27.00 200.00 
1982-83 29.50 220.00 
1983-84 32.50 235.00 
1984-85 34.00 250.00 
1985-86 35.50 265.00 
1986-87 38.00 285.00 
1987-88 39.00 295.00 
1988-89 41.00 305.00 
1989-90 43.00 325.00 
1990-91 46.00 350.00 
1991-92 52.00 360.00 
1992-93 54.00 405.00 
1993-94 56.00 420.00 
1994-95 57.00 430.00 
Source: Poynter and Martin 1994 
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Appendix 3 
Interview Checklist 
1. Biographical details 
Demographic!household characteristics 
Age, marital status, parental status 
2. Employment, past and present 
Earnings 
Hours 
Shifts 
Temporary /Pennanent 
Trade Union Activity 
3 Pension Membership, Past & Present 
Occupational or PPP 
Any other schemes 
Partners pensions 
When join 
Was it compulsory 
Is pension contributory 
Automatic or opt in 
4 Reasons for joining not joining 
Key influential factors 
Timing of decision 
5 Information/Knowledge 
Knowledge about the scheme 
Type of scheme 
Ever received Infonnation? When 
Adequate, understood 
Extra information sought 
Advice sought 
Any other influences 
6 Past Pensions 
Cashed In! Frozen! Transferred 
7 Knowledge about Pensions 
State - Basic/SERPS 
Non-state 
AVe's 
7 Economic Situation 
Money Management 
Economic Dependence, Past, Present Future 
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8 Views on Retirement/Older Age 
State Pension Ages 
9 Docs interviewee want any information (EOC literature on pensions, useful 
addresses etc) 
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Appendix 4 
Characteristics of the Women Interviewed 
Code Name * Job Income Non- Marital Child 
No Age in £ state Status Ages 
Scheme 
(yrs) 
ITW/01 Dora Computer 9,000pa 16 Mar 2 
41 Operator O/S [ 12] 
FTW/02 Carla Library 11,000pa 4 Mar 2 
43 Assistant O/S [ 18] 
ITW/03 Meg Kitchen 12,000pa 1 Mar 1 
48 Manager O/S [18+ ] 
ITW/04 Jill Reference 15,000 pa 11 Mar 2 
48 Librarian O/S [18+ ] 
ITW/05 Sheena Library 11,500pa 5 Mar 2 
44 Assistant O/S [18+ ] 
FTW/06 Tessa Personnel 9,OOOpa 2 Sing 0 
42 Assistant O/S 
ITW/07 Myra Library 10,OOOpa 2 Sing 0 
40 Assistant O/S 
ITW/08 Ava Detailed 9,000 pa 19 Mar 0 
46 Clerk O/S 
ITW/09 Jess Cleaner 5,400 pa 2 Div 4 
56 Supervisor O/S [18+ ] 
ITW/10 Mabel Office 10,000 pa 2 Mar 2 
44 Supervisor OIS [18+ ] 
ITW/11 Sally Loans 18,000 15 Mar 2 
46 Librarian pa O/S [18+ ] 
ITW/12 June Subject 15,000 pa 1 Sep 0 
41 Librarian O/S 
ITW/13 Leigh Receptionist 10,000 pa 3 Div 2 
41 O/S [18+ ] 
FTW/14 Joan Desk Top 12,000 pa 20 Cohab 0 
40 Publisher O/S 
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FTW/15 Shirley Care 6,940 pa 1 Sing 
° 46 Assistant O/S 
FrO/16 Polly Care 6,500 pa 
° 
Sing 1 
40 Worker [18+ ] 
FrO/17 Sadie Community 10,000 pa 0 Div '} 
54 Worker [18+ ] 
FTO/lS Yvonne Social 11,000 pa 0 Sing 
° 41 Worker 
FTO/19 Joy Care 6,000 pa 0 Div 2 
45 Worker [18+ ] 
FrO/20 April Care 9,000 pa 0 Mar '} ~ 
46 Assistant [18+ ] 
FTO/21 Fiona Care Worker 10,000 pa 0 Mar 2 
47 [18+ ] 
FTO/22 Clare Care Worker 10,800 pa 0 Sing 
° 45 
FTO/23 Marian Teacher 13,000 pa 0 Sing 
° 40 
FTO/24 Wanda Cashier 9,000 pa 1 Mar 2 
50 PPP [18+ ] 
FTO/25 Jan Library 11,000 pa 0 Mar 2 
47 Assistant [18+ ] 
FTO/26 Peggy Bar Manager 10,000 pa 2 Mar 2 
40 PPP [18+ ] 
FTO/27 Gail Catering 167.20 0 Mar 2 
48 Assistant pw [18+ ] 
FTO/28 Bev Shop 11,000 pa 0 Mar 2 
59 Manager [18+ ] 
FTO/29 Judy Administrator 16,000 pa 1 Mar 1 
40 PPP [18+ ] 
FTO!30 Dawn Cook 180 pw 2 Sing 0 
41 PPP 
PTO/31 Cherry Researcher 7,000 pa 0 Mar 3 
(21) 50 [lS+ ] 
PTO/32 Kit Library 56 pw 1 Mar 3 
(10) 43 Assistant ppp [18+ ] 
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PTO/33 May Cleaner 24 pw 0 Mar 
(10) 47 
PTO/34 Paula Cleaner 26 pw 0 Mar 
(10) 50 
PTO/35 Nadine Lecturer 120 pw 2 Oi\' 
(8) 48 PPP 
PTO/36 Simone Teacher 60 pw 1 Mar 
(6) 40 PPP 
PTO/37 Sam Catering 80 pw 1 Mar 
(20) 50 Assistant PPP 
PTO/38 Prue Clerical 72 pw 0 Mar 
(16) 40 Assistant 
PTO/39 Stella Library 73 pw 0 Mar 
(16) 40 Assistant 
PTO/40 Petra Care Worker 82 pw 2 Wid 
(21) 42 PPP 
PTO/41 Kate Teacher 50 pw 0 Sing 
(5) 40 
PTO/42 Liz Teacher 36 pw 0 Oiv 
(3) 41 
PTO/43 Kirsty Physiotherapis 200 pw 2 Div 
(25) 40 t PPP 
PTO/44 Sarah Demonstrator 88 pw 0 Mar 
(22) 43 
PTO/45 Faith Receptionist 76 pw 0 Oiv 
(21) 40 
Key 
* To protect anonymity all names are pseudonyms 
Full time employee and member of employer's pension scheme 
Full time employee and non member of employer's pension scheme 
1 
[ lS-t-] 
1 
[lS+ I 
0 
I 
~ 
[ <5] 
3 
[18+ 1 
1 
[12 ] 
1 
[18+ ] 
1 
[18+ ] 
0 
3 
[ 12] 
1 
[18+ ] 
2 
[5 ] 
1 
[ 12] 
ITW 
ITO 
PTO 
( ) 
O/S 
PPP 
pa 
pw 
Part time employee ineligible for membership of employer's pension scheme 
Hours per week of part-timers 
Occupational Scheme 
Personal Pension Plan 
Earnings per annum (f) 
Earnings per week (f) 
[ ] Age of youngest child 
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